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Human Resources and Intangible Assets
There has been an increasing trend of measuring intangible assets among employees in companies over the last decade. Such measurements, albeit new, offer incredible insights that affect not only financial performance, but also overall company profitability. Known as HR metrics, they extensively expose managers to the progress of businesses prior to fiscal pronouncements, thereby, solidifying the imperativeness of their investments among enterprises. Similarly, employees also benefit from such measurements by understanding pertinent actions needed to accomplish objectives considered strategic. Investors also gain innate sense of the overall performance of a company through the propensity of nonfinancial indicators to reflect areas of incorporeal value. In light of these advantages, it remains imperative for companies to measure such HR metrics appropriately. 
Analysis
In my prior organization, employee behavior was quite significant as a strategic imperative not only for the bottom line of the company, but also its future progress. Business success no longer depends on what one owns, but what one builds through proper resources and talent (Cascio 2006). As such, talent management was the top priority for the company. Indeed, to ascertain top employee behavior, the organization’s process of managing such metrics remains ingenious. Besides this, the validity of the process itself is self-evident. Cascio (2006) shows the economic importance and impact of employee behaviors on organizational performance as not only apparent, but also quite effective in the long run. Contemplate on the fact that women account for more professional and managerial jobs in the contemporary business landscape, yet most leave blue-chip companies due to factors such as devaluation among others. Considering this, employee behavior is a crucial HR metric. 
The most adept employee behavior system my prior company used was the use of a 360 feedback mechanism within the performance appraisal system. While most businesses employ the use of a performance appraisal system as a methodology of analyzing performance, an overemphasis on performance renders pertinent shortcomings on such establishments in regards to the analysis and understanding of human behavior. Certainly, performance appraisals remain one of the most misunderstood aspects of management, whereby, while one may think them as involving the evaluation of a subordinate by a boss, the opposite transpires when the subordinate provides actionable information regarding behavior. 
Within this company, a measurement of behaviors clearly entailed parameters such as presenteeism and absenteeism, employee attitudes, and satisfactory levels among others. To determine such parameters, the company used performance feedbacks and compensation to gauge employee responses. In turn, employees reacted accordingly with information such as their job quality and quantity. Such information resulted in self-development goals among employees, which stands as a significant behavioral metric. Similarly, the use of performance appraisals resulted in reward systems, which ultimately offered incentives that transformed parameters such as employee attitudes and satisfactory levels. The measurements of such 360 feedback mechanisms occurred over periods of three months with most errors occurring on the supervisors’ side and accounting for either strictness or leniency.
Conclusion
HR metrics continually influence company strategic definition and implementation. Present leaders of business functions continually value competitive insights through the use of incredibly massive data sets captured either in proprietary methodologies or through the manipulation of existing evaluation tools such as performance appraisals. Fuelled by a compounded goal of not only efficacy, but also an understanding of market changes, financial placement and customer relationship management, such business leaders recognize the power of data-driven insights (Harris, Craig & Light, 2011). To this effect, the world of HR metrics, soundly driven by data mining, predictive analyses, and operational experiments, continually shapes profound business decisions. Strategies such as the one discussed above are the future of intangible assets within organizations. 
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