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INTERNATIONAL PRACTICE OF THE
CONCEPTS USE OF “HR AUDIT”, “STAFF AUDIT”,
“PERSONNEL AUDIT”

Introduction. Personnel management is a multifaceted
and extremely complex process, characterized by its specific
features and patterns. Today, effective HR management is one
of the key points in improving productivity and creating
competitive products. Incompetence of managers in this field
leads to inefficient use of human resources in the conditions of
fierce competition among existing enterprises. In this regard,
enterprises need to conduct a comprehensive analysis that will
identify problems and prevent them from occurring in the
future. Such an analysis may be presented in the form of a staff
audit, hr audit, personnel audit. At the same time, since this
concept is borrowed from international experience, it is
appropriate to investigate this difference between of the
concepts of “HR audit”, “staff audit”, “personnel audit” in the
international practice.

Aim and tasks. The purpose of the research is to study the
international practice of applying the concepts of «HR audit»,
«staff audity, «personnel audity.

Results. Organizations are continuously evolving. But if
we are going to talk about the policies and procedures, they
often remain unchanged. So to diminish legal issues and to be
sure that a company still complies with the labor and
employment laws, it is important to perform an audit in
personnel management sphere. It could sound like daunting,
but, really, it is a valuable tool that can help the company to
stay up to date and be able to thrive all the time. The analysis
of the use of the terms "human resource audit", "staff
audit", "personal audit" in international practice is carried
out. The connection between the term "HR audit" and
personnel management is justified. The difference in the
application of concepts in international practice 1is
determined.

Conclusions. The term “HR audit” is more new and
wider, than “personnel audit” or “staff audit”. Companies need
to use this audit to provide recommendations which will
help them to improve operations, productivity, effectiveness.
As a rule, HR professionals can perform this analysis, this
assessment by themselves, but they also can hire an external
organizations. Systematically conducting an HR audit
will also make a positive impact on the employees,
knowing that their company takes an active steps to make
better theirs working conditions. Such changes will positively
influenced the way of working and also increased employee
morale.

Keywords: HR audit, staff audit, personnel audit,
employees assessment.
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MI’KHAPOJHA INPAKTUKA 3ACTOCYBAHHSA
IHOHATH «HR AUDIT», «STAFF AUDIT»,
«PERSONNEL AUDIT»

Beryn. VYmopaeniHHA mnepcoHamoM — OaraTOrpaHHMM i
BUKJIIOYHO CKJIQJHUHN IPOLEC, SKUH XapaKTepU3YEThCS CBOIMU
cnenu(iuHUMU 0COOTUBOCTSIMH 1 3aKOHOMIpHOCTSIMU. ChOro/H1
epeKTUBHE YMPABIiHHSA MEPCOHAIOM € OJHUM 13 KIIFOUYOBHUX
MOMEHTIB MIiJBUIICHHS MPOAYKTHMBHOCTI Mpalli Ta CTBOPEHHS
KOHKYPEHTOCIIPOMOXKHO1 HPOAYKIIiT. HekommeTeHTHICTb
KEepiBHMKIB y Wi cdepl NpuU3BOIUTH [0 Hee()EKTUBHOIO
BUKOPUCTAHHS JIIOJACBKMX pECypciB B yMOBaX >KOpPCTKOi
KOHKYpEHIIi cepea MIANPHEMCTB. Y 3B'I3Ky 13 IIUM Ha
HiANPUEMCTBAX HEOOXIJHO IPOBOJUTH KOMIUIEKCHUH aHali3,
AKMH JacThb 3MOTYy BHSABUTH TpoOJeMH Ta 3amolirtu ix
BUHUKHEHHIO B Mai0yrHbomy. Takuii anamis moxe OyTu
IPEJCTaBICHUN y BUIVIIAI KagpoBoro aymuty. B Toii xe dac,
OCKUTBKH 11€ TIOHSATTS 3al03MY€HO 3 MDKHApOIHOTO IOCBimy,
aKTyai3yeTbCsl HEOOXITHICTh JOCIITUTH OCOOIMBOCTI MiX
nousatTsiMu «HR audity, «staff audity, «personnel audit» came y
MDKHApO/HIN MPaKTHIIL.

Mera i 3aBaaHHs. Meroo poOOTH € JOCTIIKEHHS
MDKHApO/IHOT MPaKTUKH 3aCTOCYBaHHA MOHATH «hr ayauTy, «staff
ayauT», «personnel ayuT».

PesyabraT. Oprasizamii HOCTIHHO pO3BUBAIOTHCS. Aue
SKIIIO0 MOBA #J1e PO TaKi BHYTPIIIHI TOKYMEHTH, K IOJIITHKU Ta
IpoLEeaypH, TO BOHM YacTO 3JIMMIAIOTHCS HE3MIHHUMH. J[ns
3MEHIIEHHS IOpUAMYHUX NHUTaHb Ta 3a0e3Ne4YeHHs TOro, IIo
KOMIIaHISl JTOTPUMYETHCSI 3aKOHOJABCTBA IPO MpalL0 Ta
3alHATICTh, BAXIUBO IPOBECTH ayaUT y cdepl YIpaBiIiHHA
NEepCOHAIOM. 3/1IHCHEHO aHali3 BUKOPUCTaHHS MOHATH «human
resource audit», «staff audit», «personnel audity B MixkHapoaHiit
npaktuii. O6rpyHToBaHo 3B'a30k  TepMminy «HR aymur» i3
YIpaBJIiHHAM NepcoHanoM. Bru3HadyeHo pi3HHUIO Y 3aCTOCYBaHHI
nouate «HR audity, «staff audity, «personnel audity» vy
MDKHApO/HIN MPaKTHIIL.

BucnoBku. Tepmin «HR ayaut» € Outpmn cydacHuM i
HIMPIIMM, aHDK MOHATTS «personnel aynut» abo «staff aymur».
Mertoro 1IbOro ayuTy € HaJaHHsS PeKOMEHallil, SKi JOIIOMOXYTh
KOMITaHii IMOKpAIUTH OIeparllii Ta pe3ynbTaTd poboTu. 3a3BHuaii
KazpoBi (haxiBIli BUKOHYIOTh BHYTPILIHIO OI[IHKY, OJIHAK KOMITaHii
TaKOX MOXXYTb 0OpaTH 30BHIIIHI (IpMHU JUIS POBEACHHS ayAUTY.
Cucremarnune nposeneHHs HR - ayoury Takox  marnme
MO3UTHBHUI BIUIMB Ha MpAIIBHUKIB, AKi OyZyTh BIEBHEHI, ILO
KOMITaHisl 6epe aKTHUBHY POJb y MOKpamieHHl ymMoB ix mpari. Li
MO3UTHBHI 3MIHM HPU3BEAYTh [0 MiIBUIIEHHS e(QEKTUBHOCTI
po6OTH Ta MOPAITBHOIO CTaHy MPAI[IBHUKIB.

Kuaruosi ciaoa: HR ayaur, xagpoBuil aynurt, ayaut
[IePCOHAITY, OLIIHIOBAHHS MPAIIBHUKIB.
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Introduction. Personnel management is
a multifaceted and extremely complex
process, characterized by its specific features

and patterns. Personnel management is
characterized by consistency and
completeness based on complex problem
solving and their reproduction. The

systematic approach involves taking into
account the interrelationships between the
various aspects of the problem in order to
achieve the ultimate goals, identifying ways
of solving them, creating an appropriate

management mechanism that provides
comprehensive planning and organization of
the system.

The main elements of the management
system are people who are both the object
and the subject of management. The ability
of human resources to simultaneously act as
both an object and a subject of management
is the main specific feature of management.
People play a special role in the organization.
On the one hand, they are the creators of the
organization, define its goals and choose the
methods to achieve these goals, and on the
other — people are an important resource that
all organizations use to achieve their goals.

Today, effective hr management is one
of the key points in improving productivity
and creating competitive products. Work
potential is the basis for the success of the
company, which is why personnel
management should be reduced to actively
stimulate employee activity to achieve the
goals of the organization. Incompetence of
managers in this area leads to inefficient use
of human resources in the conditions of
fierce competition among existing
enterprises. In this regard, enterprises need to
conduct a comprehensive analysis that will
identify problems and prevent them from
occurring in the future. Such an analysis may
be presented in the form of a staff audit, HR
audit, personnel audit.
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At the same time, since this concept is
borrowed from international experience, it is
appropriate to investigate the difference
between the concepts of hr audit, staff audit,
personnel audit in the international practice.

Analysis  recent research and
publications. Important contributions to the
study of the theory and practice in the fiald
of personnel management, the provision of
consulting services and auditing have made
lots of Ukrainian and foreign scholars. But if
we are talking about international practice,
it’s more convenient to talk about
international scientists. In different times,
information in the field of hr management
was investigated in the works of, for
example, Jayanthy, = Velanganni and
Kumar (2019) — investigation of the role and
benefits of human resources auditing and its
effectiveness [1], Klychova, Ziganshin,
A.Zakirova, Valieva and Klychova (2017) —
investigation of the benchmarking as an
efficient tool of social audit development [2],
Cannings, Hills (2012) — investigation of the
framework for auditing HR: strengthening
the role of HR in the organisation [3],
Trevor-Roberts (1984) — investigation of the
audit of personnel management activities [4].

Aim and tasks. The purpose of the
research is to study the international practice
of applying the concepts of «HR audity,
«staff audity, «personnel audity.

Results. Organizations are continuously
evolving. But if we are going to talk about
the policies and procedures, they often
remain unchanged. So to diminish legal
issues and to be sure that a company still
complies with the labor and employment
laws, it is important to perform an HR audit.
It could sound like daunting, but, really, it is
a valuable tool that can help the company to
stay up to date and be able to thrive all the
time. But first, let’s understand what this
analysis entails (table 1).
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Table 1. «Human resource audit»: international practice of use

Scope

Detailing

Definitio
n

Human resource audits are a vital means of avoiding legal and regulatory liability that can arise
from an organization's HR policies and also practices.

HR audit involves devoting resources and time to make an intensely objective view at the
organization's HR policies, practices, procedures and also strategies to protect an organization,
establish the best practices and identify opportunities for its improvement, development. An
objective review of the current state of employer's can help HR to assess whether its specific
practice areas are effective, adequate and, for sure, legal.

Though HR audit is a thorough review of the documents, policies, procedures and systems in
the field of organization’s HR.

Types of
audit

- Compliance — look how well the organization is complying with actual state, local laws
and regulations.

- Best practices — can help the organization maintain or improve its competitive strength
side (advantage) by comparing its practices with such a companies identified as having
exceptional HR practices.

- Strategic. Concentrates on strength sides and weak sides of the systems and processes to
determine if they align with both the HR department's and the organization's strategic plan.

- Function-specific. Concentrates on a specific field of the HR functions (performance
management & evaluations, payroll, records retention, employee files and records, as well as
related policies, all active postings and ads, employee handbook and workplace policies (with
special attention to: recruiting and hiring, onboarding, compensation and promotions,
grievances and complaints, health and safety, training & development, welfare systems,
employee relations, termination policies, other).

Examples
of audit
directions

- Misclassification of exempt jobs and nonexempt jobs. There are lots of organizations
that have misclassified job positions as exempt from overtime eligibility. Wage and hour laws
and regulations complexity makes it easy to make erroes in classifying a job as exempt, so
exposing the employer to liability for past overtime.

- Inadequate personnel (staff) files - accurate and detailed records are essential for
employers to protect any type of employee claim, particularly compensation for unemployment
or wrongful termination claims. A sample personnel files review can reveals an inadequate
documentation of performance (it can be, informal, vague or inconsistent disciplinary
warnings). There are also could be ambiguous, inaccurate or outdated performance evaluations.
Sometimes personal health information can be found in personnel files, despite according to
medical privacy laws there should not be such information here.

- Prohibited policies of attendance. Controlling excessive absenteeism is a big problem
for most of the employers. Anyway, some formerly acceptable absence control policies are
unacceptable because of the complexity of family and medical leave laws, with sometimes
conflicting state protections. Absences affect employees' compensation, family and medical
leave, disability accommodations, pregnancy laws. Sometimes organizations have attendance
policies that do not comply with current laws and regulations or that give the staff more
protections than it is required.

- Inaccurate time records. Nonexempt employees typically required form the employers
to fixed a time clock or ill in time sheets reflecting their actual working time for each week.
These systems generated records typically are the employer's primary ways of defense against
wage and hour claims, so time-keeping policies and practices must be strictly communicated
and consistently administered.

- Form [I-9 errors. Employer hiring practices reviews often uncover inadequate
documentation, such as, for example, missing or incomplete Forms 1-9. Organizations can be
fined to $100 and $1,000 for every failure to accurately filling in a Form I-9. Fines for such
violations can easily add up, with repayment fixed cases totaling over $100,000.

Source: formed by the author on the basis of [5-9]
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HR audit allows to identify if
department’s practices and strategy are
actual, effective, problem-free and most
importantly, legal. Without regular audits,
company can faced with decreasing
efficiency, unhappy employees and lawsuits.
Because so much depends on an audit and it
can be difficult to get everything in order,
you must first know when an audit is truly
necessary [6, p. 9].

Not only do you need to confirm the
presence of these policies and records, you
need to ensure that employees and leaders
have signed off on them, are following them,
and that they’re in line with the most current
legal requirements. Red flags include
incomplete paperwork, shallow employee
files, missing forms, especially those
required by state or federal law. You should
also be looking for inefficiencies and
processes that just don’t seem to work for
your team — if a task or form is consistently
being neglected, there may be an issue with
such training, such team, or the task itself.

However there also exist other different
ways in which companies have a choice to
utilize HR audits, because mostly the
structure is almostly same. In general, HR
audit consists of three main blocks [7]:

— the first step is the pre-audit. This
step 1s devoted to the data collection. This

information can be  quantitative or
qualitative, depending on the point of
interest;

— the next step is the data collected
analysis. This step is devoted to the relevant

information such as data, documents,
processes, procedures and policies
assessment;

— the final step is to form a general
report , which will contain auditors findings,
recommendations that can  help an
organization to improve the HR department
and its activity.

It is an opportunity to evaluate what
exactly an organization is doing right, as well
as how things might be done in other way,
more efficiently or at a reduced cost level.
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HR usually conducts an audit by using a
questionnaire that asks for the evaluation of
specific practice areas. This document helps
guide the audit team in scrutinizing all
critical areas of an organization's HR
practices. The audit may also include
interviewing or using questionnaires to solicit
feedback from selected HR employees and
other department managers to learn whether
certain  policies and procedures are
understood, practiced and accepted.

Staffing defined as a process of hiring
eligible candidates in some organization,
enterprise or company according to a specific
positions. In sphere of management, meaning
of staffing is an operation of employees
recruiting by evaluating their knowledge,
skills, intelligence and according to the
obtained results offering to such employees
specific job positions and roles. Although we
can talk about staffing as about one of the
most important elements of management,
which involves all the steps in the process of
the vacant position filling with the right
personnel — at the right job, at the right time
[11; 12; 15; 17]. Instead of HR audit, there is
no lots of information about staff audit (table
2).

Personnel audit as a rule focused on an
entire organization as a general system or
only on a separate section of the organization
(selected organizational units). To target
people or parts of the organization involved
in the audit, it is necessary to use a process
map. Personnel audit as a rule procided by a
group of experts in this sphere or external
firm, which in accordance with the definition
of audit uses a reference model or experience
with which compares the reality (what we
plan and what we have, the reason of got
violetions).

As part of the audit some of the
methods of process analysis is used [13].
Table 3 contains the information about
understanding such category as “personnel
audit” in international practice.
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Table 2. «Staff audit»: international practice of use

Content

Detailing

Definition

Staff audit consists in conducting an actual, up-to-date analysis of the all work force of the
specific organization. Staff auditors also provide the database that is needed for an accurate
estimation of the employees’ alternative removals or pensions strategies costs, and for the
potential reimbursement of payments to employees.

Types of
audit

Staffing is concerned with the management of managers as staffing is performed by every
manager of the enterprise as he is actively associated with the recruitment, selection,
training, and appraisal of his subordinates.

Staff audit as a recent review of staffing provides personnel up-to-date information, that
typically includes data, information about:

- Number of employees with their type employment categorization (precise definitions
will also stay on national regulations). For instance, semipermanent or contract employees;
short-term casual, seasonal, or temporary employees, and also temporary employees engaged
for many years at this organization (and who can have acquired additional rights because of
this); permanent full-time or part-time employees; employees on deputation from elsewhere
in the government; professional staff which is recruited on some emergency, trouble terms;
employees on disciplinary suspension or employees on administrative leave.

- Number of employees with their operational or social criteria categorization (it can
be location, function, title of job position, salary level, education level, work experience,
gender, ethnic group, age, and also other categories which are relevant to an organization, or
to the country in general.

- Skills of the employee. Skills evaluation is an integral section of a staff audit.
Generally such evaluation includes assessment of: individual employee functional or
technical skills; identification of key, main individuals or groups of employees whose
experience, knowledge, institutional memory, skills are critical to an effective enterprise
operation; identification, using some sort of gap analysis, of the difference between actual
competencies and skills and those, which is required for the enterprise future success activity.

- Enterprise liabilities to an employee, which can be important information to gather
during the process of staff audit conducting, particularly in enterprises in strong financial
crisis when it may arise arrears of salaries or benefits payable to employees, arrears of
pension or social insurance payments attributable to employees (as employers', as employee
contribution), arrears of payroll taxes because of the tax authority, or other payroll
deductions.

- Employee compensation as for each employee individually, as for some employees
categories, including basic salary (monthly), inkind benefits (housing, travel, subsidized
loans, etc.), cash and other allowances (for instance, Yemen civil servants receive a basic
salary and additionally up to 16 allowances), employer pension contributions.

Examples
of audit
directions

—  Actualize personnel information, make personnel records up to date.

—  Improve the accuracy level of the following enterprise work force analysis.

—  Provide a basis to review separate job positions, scales, also pay grades. In some
enterprises, harmonization of staff conditions is an essential goal prior to exactly PPI
transaction. This is particularly exact situation when some new operating organization is to be
created, probably drawing staff (personnel) from civil service or public enterprise cadres.

—  Provide a basis for severance or early retirement options developing, also provide a
basis for costs estimating if downsizing is required.

—  Establish effective ways of the organization record-keeping in order to give an
opportunity to the management of the enterprise to control or regain control of the payroll,
provide adequate HR information to the management, comply with actual labor laws and
regulations.

—  Fill in critical data (information) empty places that may be required afterwards in order
to calculate some severance payments to such employees (for instance, experience, start of
work activity, age of the employee, grade).

Source: formed on the basis of [11; 12]
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Table 3. «Personnel audit»: international practice of use

Scope

Detailing

Definition

Personnel audit is a term used for a case study of human resources in the organization. This is
a kind of audit, its subject is an objective and independent review and assessment of the
condition and suggestion of solutions to increase the effectiveness of individuals,
organizational units and whole organization.

That is, it assumes that the management of human resources involves much more than the
practice of recruiting, hiring, retaining and firing employees.

Personal audit usually consists of one-off analysis of human resources within an organisation.
It is a kind of audit —its task is to, objectively and independently, examine and evaluate the
present condition and to provide a recommendation on ways to improve the efficiency of
individuals, organisational units and the organisation at large. Its main goal is to increase the
efficiency and performance of an organisation. To obtain information, auditors use both soft
and hard techniques (assessment centres, mystery methods, individual talks)

Types of
audit

In this way, the areas personnel audit includes are recruitment, selection, job analysis,
training, management development, promotions and transfers, labour relations, morale
development, employee benefits, wage and salary administration, collective bargaining,
industrial relations and communication. Further, the areas like leadership, grievances,
performance appraisal and employee mobility are also included within the scope of personnel
audit.

Examples

Personnel audit is aimed in particular at:
—  Personnel processes
—  Evaluation of the current state of human resources in the organization

of audit

directions .
—  Efficient use of human resources

optimal staffing capacities

—  The level of personnel quality (competencies, capabilities, skills)
—  Correct settings of scope of the powers and responsibilities of employees

—  Adequacy of the human resources amount (deficiency or excess) - determining an

Source: formed on the basis of [14-16]

Personnel audit is carried out according to
general internal audit methodology. Such a
procedure includes the following tasks at
particular audit stages [13]:

— determination of the object, purpose and
range of personnel audit;

— substantiation of audit method;

— selection and definition of evaluation
criteria.

A personnel or human resources audit can
keep your company out of bankruptcy.
Litigation arising out of human resources
missteps and unfair employment practices is
costly and time consuming. Employers who find
themselves on the witness stand justifying their
workplace policies may have avoided the
expense of litigation by simply conducting
regular human resources audits.

Conclusions. According to the analysis
conducted, it could be noted that the term “HR
audit” is more new and wider, than “personnel
audit” or “staff audit”. The purpose of this audit
is to provide recommendations which can help
an organization to improve as the operations, as
also performance. As a rule, HR professionals
conduct such analysis. But, companies also can
choose other way and to hire an external firm to
provide an audit. Conducting such type of audit
can also make a positive impact on the
employees, which can understand, that their
organization takes care about them, takes an
active role in bettering their working conditions.
Such positive changes can make an effective
impact on the way of working and an increasing
of employees’ good attitude to their jobs and to
theis organization in general.
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