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Benefits of balanced scorecards
The balanced scorecard as a strategic tool is essential in many ways. First, through a balanced scorecard, both employees and the management can reach a consensus regarding the implementation of a corporation’s objectives through an effective strategic planning (Dreveton, 2013). Second, the tool can be utilized in measuring and improving performance reporting within the institution as it fosters clear communication of the strategic objectives between all the stakeholders of the company. Additionally, the balanced scorecard enhances an efficient management of information and overcome challenges as it designs critical performance indicators relevant to the specific needs of the organization. As such, the balanced scorecard endeavors to improve the position of a firm in enhancing its competitive advantage across the industry (Dreveton, 2013).
Linking compensation and balanced scorecards

Indeed, it would be essential to link compensation to the balanced scorecards. By connecting the scorecards to benefit, an organization can experience a positive impact on its operations. Since scorecards endeavor to highlight the key performance indicators, it would be crucial to determine if the employees gear towards achieving the strategic goals of the company. For instance, most employees attach their performance focus with their set targets. Thus, increasing their reward concerning their input would enhance a positive impact not only on the position of the organization but also in light of the dynamic business environment.

Problems by companies in implementing balanced scorecards

First, organizations may find the initial stages of its implementation difficult as it alters the normalcy within the institution (Perkins et al., 2014). Individuals may fail to comprehend the specifications of the agenda. Again, since the scorecard is an inclusive approach, bringing everyone on board may pose a challenge as each employee exhibits different goals (Perkins et al., 2014). Moreover, scorecards only work best under formalized structures. Thus, a company without the formal structures may find it had to integrate the concept within it operational activities.
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