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Discussion: HR Scorecard/Dashboard
[bookmark: _GoBack]The organization management that is focused on meeting and accomplishing their goals has a well developed and implemented HR scorecard. This applies even in McKinsey and Company that happens to be a restaurant. It is through this important tool that all the moves made are aligned towards achieving the set targets by McKinsey and Company management (Balogh & Golea, 2015). Without the scorecard, the organization may lack direction and will end up collapsing after making losses. More resources are also used to produce less output and extra costs that could be avoided if there was a well-stated scorecard are incurred.
An HR scorecard, however, can contribute significantly to the collapsing of an organization. This is true when there is no proper coordination among different departments. If the objectives outlined in the HR scorecard violate those outlined in the balanced scorecard of the organization, there will be measures to achieve set objectives that do not rhyme at the end thus collapsing (Polzer, 2018). Many resources will be wasted in the process, thus making the organization run into losses.
Implementation of the HR scorecard can be beneficial in a number of ways. One, it leads to the development of a plan that is strategically better. It outlines a strategy of communication and a building framework. According to Beatty et al. (2003), managers can evaluate the different objectives that they have set to get a glimpse of their benefits and disadvantages. The performance outcomes, the key drivers and enablers are identified to give a picture of the complete strategy. Secondly, it improves the execution and communication strategy. The companies can communicate easily, both externally and internally. The staff, as well as the external stakeholders, can be engaged in reviewing and delivery of the strategy.
The projects of the organization and its initiatives are aligned in a better way. The HR scorecard serves as a tool for mapping of the initiatives and projects of the organization as well as ensuring that the focus is put on them and the ones that are most strategic are delivered first. The HR scorecard implementation helps organizations in designing the performance indicators that are key to it (McPhail et al., 2008). The companies measure only what that matters leading to management information that is of a higher quality hence decisions that are better are made. It is through the balanced scorecard that performance reporting is improved since they give a guideline on the design of reports. Management reporting only gives focus on issues that are important, thus helping companies to monitor their plan execution.
An HR scorecard enables the company managers to align the structure of the organization with the objectives. All units of the business are made in such a way that supports the company objectives. The HR scorecard has to be balanced. The mix of the balanced scorecard and the HR scorecard will automatically result in better performance of the organization in general (Beatty et al., 2003). The resources are utilized efficiently, and costs minimized effectively. The use of HR scorecard is advantageous. It leads to alignment of the broad strategies of the organization with the strategies set by HR and convergence of the goals of the organization with the goals of the HR. The benefits of the organization initiatives like customer service, training, hiring and retaining costs of key personnel are easily measured. It also helps the managers to make decisions on matters allocation and to prioritize, a process that enables them to see the initiative that is necessary in order to meet the goal of the organization.  One challenge of implementing a scorecard is a poor definition of the metrics. Metrics that are irrelevant and unclear will always make it hard to implement the scorecard. Inefficient data collection that is energy and time consuming can harden the scorecard implementation process. 
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