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Step 1
A scorecard is a tactical management system that controls deliberate non-financial performance measurement besides the outdated financial metrics. One example is by creating an HR strategy map that aligns with the company goals and objectives, for instance, in recruitment. This mainly focuses on recruiting professionals suited for various posts in the organization, which is done by creating the right atmosphere to attract the right professionals for the organization (Lohana et al., 2021). The second step example is human resource deliverables, where the KPIs are made. This is done to ensure a return on investment from the employees by reporting to work at the right time and that the number of absenteeism does not exceed the required numbers together with off days and sick leaves. The human resource ensures that the employees do not exceed the number of their leave days. 
The third example is supporting human resource policies, practices, and processes. This entails creating that human resource is fruitful when it comes to their main deliverables. The notion is to create a number of high-performance work systems. These are clusters of separate but connected HR practices intended to ensure success. Creating processes, policies, and practices that generate interactions is called packs of practices. The fourth step is aligning human resource systems. This entails the organization hiring the best quality employees, so aligning these deliverables is significant to achieving the organizational goals and objectives. The fifth step is creating HR efficiencies. All through, human resources have been primarily focused on creating efficiencies to ensure the organization achieves its best. This helps ensure that the organization uses the right resources to retain and compensate its workers, which is done by effectively branding the organization to compete in the market.

Step 2
Yes, all companies use the same strategies and management scores card. This is because different organizations have the same end goal, which is to achieve their set objectives, and thus they use the same scorecard. Some of the similarities are creating a human resource strategic map, recognizing human resource deliverables, developing policies, practices and processes, aligning HR systems, and creating human resource productivities. Some of the differences are when it comes to hiring; some organizations do not adhere quality workers and thus opt for the available skilled personnel (McIver et al., 2018). They do this to ensure they do not spend much on quality. Others do not follow the proper KPIs in their human resource processes and thus cannot counter the numbers and hours and days that the workers have utilized and therefore do not pay the required amount of extra hours worked. 
Metrics help create a systematic and organized method of doing things in an organization. Thus, it makes the work more accessible for the workers to track the right records in the organization easily. It enables the human resource management to make data compelled verdicts grounded in evidence (Michael, 2019). Some of these metrics can be easier to implement than others; thus, they provide comprehensions into the workforce and human resource management.  It also helps save some financial loopholes that would otherwise cause the organization losses if not well covered.  They help to uphold a company's image by protecting the workers' rights. A good working environment is creating since the human resource can keep track of employee performance.  The managers can follow set up rules and regulations to ensure that the right protocols are followed. Cases of workers' dismissal and complaints are significantly reduced, and workers are easily retained over a prolonged period. They can enforce laws when need is without violating any rights of their workers, thus creating a healthy working environment for the workers.
Additionally, workers who feel appreciated can give their best in the various tasks assigned to them (Ravelomanantsoa et al., 2019). A well-designed set of metrics ensures that multiple departments are working to achieve organizational goals. They can set aside their differences, which helps to achieve their set targets assisting an organization in competing effectively in the market, which allows them to keep afloat from their competition.
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