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Objective: This study aimed to propose a comprehensive framework for human
resource auditing to assess organizational performance. Methodology: This
applied research employed a qualitative, exploratory approach. Data were
collected through semi-structured interviews with experts and professionals in
human resource management. The data were analyzed using qualitative content
analysis, and the participants were selected through purposive sampling among
senior managers and HR experts. Findings: The findings revealed the
identification of three new levels for human resource auditing: the level of HR
unit outcomes, the level of HR professionals and custodians, and the level of HR
processes and activities. These levels were defined as subsets for operational
auditing and contributed to a more precise evaluation of HR unit performance.
Conclusion: The results demonstrate that human resource auditing can serve as
a key tool in improving managerial processes and increasing organizational
productivity. Additionally, the newly identified auditing levels in the proposed
framework can help organizations evaluate HR unit performance more
effectively and improve their management processes.
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EXTENDED ABSTRACT
Introduction

Human resource management (HRM) is a critical component in enhancing the productivity and
performance of organizations by directly influencing employee behavior, mindset, and overall
performance. The rapid advancements in organizational practices have brought attention to the need for
more sophisticated tools and systems to manage and evaluate human resource functions (Ariaparsa &
Ebramihi, 2023; Hakimi et al., 2024; Rahpeyma et al., 2024). One of these key tools is human resource
auditing, which plays a pivotal role in assessing the efficiency and effectiveness of HR operations. Human
resource auditing helps organizations identify strengths, weaknesses, and opportunities for improvement
within their HR units, contributing to a more efficient allocation of resources and overall organizational
performance (Cohen & Karatzimas, 2011).

Human resource auditing is not just a managerial function but also a strategic tool that allows
organizations to align their HR processes with broader organizational goals. By systematically assessing
HR operations, an organization can ensure that its workforce is functioning at optimal levels, which
directly affects organizational outcomes. However, traditional HR audit frameworks often lack depth in
assessing key areas such as HR outcomes, professional roles, and the operational processes of HR units.
Therefore, the present study seeks to fill this gap by proposing a comprehensive and multi-level framework
for HR auditing that can better assess the various facets of HR performance and contribute to enhanced
productivity and decision-making within organizations (Ali et al., 2017; Arora et al., 2022; Hassanpour et al.,
2022).

The study draws upon the need for exploratory research in human resource auditing to develop
frameworks that are not only operational but also adaptable to the unique challenges faced by
organizations today. Previous research has emphasized the importance of integrating advanced auditing
practices into HR processes to enhance organizational performance (Ali et al., 2017; Praja, 2024; Supardi,
2022). Given this context, the current study aims to develop a detailed and structured HR audit framework
that can be used to evaluate HR performance more comprehensively.

Methodology

This study followed a qualitative, exploratory approach, focusing on gathering insights from
experts in the field of HR management. The purpose of using a qualitative method was to obtain in-depth
information about the factors influencing HR auditing and to develop a framework that could address
these factors comprehensively.

The data collection process involved conducting semi-structured interviews with HR experts and
professionals from various organizations. The interviews were designed to explore the participants'
experiences and insights regarding HR auditing practices, their challenges, and potential improvements.
A purposive sampling technique was employed to select participants who were senior HR managers or
professionals with substantial experience in HR auditing.

The interviews were conducted until theoretical saturation was reached, meaning that no new
information or themes emerged from the discussions. The collected data were then analyzed using
qualitative content analysis, where key themes, patterns, and factors relevant to HR auditing were
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identified and categorized. The findings from these interviews were used to develop the proposed HR
audit framework.

Findings

The qualitative analysis of the data revealed three key levels that should be considered in a
comprehensive HR audit framework. These levels include:

1. The level of HR unit outcomes: This level focuses on the overall results and impacts generated
by the HR department. It includes metrics such as employee satisfaction, retention rates,
performance improvements, and alignment with organizational goals. The participants emphasized
the importance of evaluating the tangible and intangible outcomes of HR activities, as this level
provides a clear understanding of how well the HR unit contributes to organizational success.

2. The level of HR professionals and custodians: At this level, the expertise, roles, and
responsibilities of HR professionals within the organization are evaluated. The participants
highlighted the need to assess how HR professionals apply their knowledge and skills in managing
HR processes and whether they effectively fulfill their roles as custodians of human capital.

3. The level of HR processes and activities: This level examines the operational procedures and
activities carried out by the HR department, such as recruitment, performance evaluation, training,
and employee relations. Participants noted that a thorough evaluation of these processes helps
ensure that they are efficient, aligned with best practices, and capable of supporting the
organization’s strategic objectives.

The findings also indicated that traditional HR auditing frameworks often lack the granularity
required to assess these levels in detail. The proposed framework offers a multi-dimensional approach to
auditing that enables a more precise evaluation of HR performance.

Discussion and Conclusion

The results of this study suggest that human resource auditing can be significantly improved by
adopting a multi-level framework that encompasses the outcomes, professional roles, and operational
processes of HR units. This approach provides a more holistic view of HR performance and ensures that
all critical aspects of HR management are accounted for in the audit process.

Previous studies have underscored the importance of auditing in improving HR management and
decision-making within organizations. Cohen and Karatzimas (2011) pointed out that HR audits help
organizations allocate resources more efficiently by identifying gaps and opportunities for improvement
(Cohen & Karatzimas, 2011). The findings of the current study align with these insights, reinforcing the idea
that a comprehensive HR audit framework can enhance organizational performance by providing a clearer
understanding of HR functions.

Additionally, integrating modern tools and technologies into the auditing process, as highlighted
by Ali et al. (2017), can further improve the accuracy and effectiveness of HR audits (Ali et al., 2017). By
incorporating advanced data analysis tools and digital platforms, organizations can streamline their
auditing processes and gain more accurate insights into HR performance. This supports the argument that



HR auditing is not only a managerial task but also a strategic initiative that plays a crucial role in driving
organizational success.

The proposed framework addresses the shortcomings of traditional HR auditing methods by
incorporating multiple levels of assessment, ensuring that all key aspects of HR management are evaluated
comprehensively. This approach allows organizations to identify and address specific areas of weakness
within their HR units, leading to better resource allocation, improved employee satisfaction, and enhanced
organizational performance.
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