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Credit:	Photo	by	fauxels	from	Pexels,	used	under	the	Pexels	License.	Briefly	reflect	on	the	following	before	we	begin:	What	aspects	of	HR	policies	and	procedures	are	critical	to	audit	for	compliance	and	best	practices?	How	can	auditors	assess	the	effectiveness	of	recruitment,	onboarding,	and	termination	processes?	In	what	ways	can	auditors
contribute	to	ensuring	workplace	safety	and	health	compliance?	How	do	diversity,	equity,	and	inclusion	initiatives	impact	HR	and	compliance	auditing?	Human	Resources	(HR)	and	compliance	auditing	are	crucial	pillars	in	audit	practices,	ensuring	organizations	uphold	legal	standards,	promote	ethical	practices,	and	maintain	employee	well-being.	This
section	delves	into	the	intricate	facets	of	HR	and	compliance	auditing,	starting	with	examining	HR	policies	and	procedures.	Auditors	meticulously	scrutinize	these	policies	to	ensure	compliance	with	labour	laws,	industry	regulations,	and	best	practices,	safeguarding	against	legal	liabilities	and	ensuring	fair	and	equitable	treatment	of	their	employees.
Recruitment,	onboarding,	and	termination	processes	are	pivotal	areas	of	focus	in	HR	auditing.	Auditors	assess	the	effectiveness	of	these	processes,	verifying	adherence	to	established	protocols,	equal	employment	opportunities,	and	anti-discrimination	laws.	Payroll	and	benefits	compliance	auditing	is	also	paramount,	ensuring	accurate	compensation,
tax	withholding,	benefit	plan	and	regulation	adherence.	DEI	initiatives	are	increasingly	under	scrutiny,	with	auditors	evaluating	organizations’	efforts	to	foster	diverse	and	inclusive	workplaces.	Workplace	safety	and	health	compliance	auditing	are	vital	for	ensuring	the	well-being	of	employees	and	assessing	adherence	to	occupational	health	and	safety
regulations	and	protocols.	Additionally,	auditors	identify	and	manage	labour	relations	and	contract	risks,	mitigating	potential	conflicts	and	legal	disputes.	Reporting	on	HR	and	compliance	audit	findings	and	recommendations	provides	valuable	insights	to	management	and	stakeholders,	facilitating	informed	decision-making	and	continuous
improvement	efforts	within	the	organization.	Techian,	a	multinational	technology	firm,	is	committed	to	enhancing	workplace	diversity	and	ensuring	worldwide	compliance	with	evolving	employment	laws.	The	internal	audit	department	initiated	an	audit	to	assess	the	effectiveness	of	HR	policies,	mainly	focusing	on	recruitment,	onboarding,	and	DEI
initiatives.	Challenge	The	primary	challenge	was	to	evaluate	the	alignment	of	HR	policies	with	legal	requirements	across	different	jurisdictions	and	the	effectiveness	of	DEI	initiatives	in	promoting	a	diverse	and	inclusive	workplace	culture.	Action	Taken	Compliance	with	HR	Policies	and	Procedures:	The	audit	began	with	a	comprehensive	review	of	HR
policies	and	procedures	to	ensure	compliance	with	local	and	international	labour	laws,	focusing	on	anti-discrimination	practices	and	equal	employment	opportunities.	Auditing	Recruitment	and	Onboarding	Processes:	Special	attention	was	given	to	the	recruitment	and	onboarding	processes	to	assess	their	fairness,	transparency,	and	alignment	with	the
company’s	DEI	goals.	The	team	looked	for	biases	in	job	advertisements,	interview	practices,	and	onboarding	procedures.	Assessing	DEI	Initiatives:	The	effectiveness	of	DEI	initiatives	was	evaluated	through	employee	surveys,	focus	group	discussions,	and	analysis	of	workforce	diversity	data.	The	audit	aimed	to	understand	the	impact	of	these	initiatives
on	fostering	an	inclusive	culture	and	identifying	areas	for	improvement.	Recommendations	for	Policy	Enhancement:	Based	on	the	findings,	the	audit	team	provided	recommendations	for	enhancing	HR	policies	and	practices,	including	revising	recruitment	strategies	to	attract	a	more	diverse	candidate	pool	and	improving	DEI	training	programs	for
employees	and	management.	Outcome	Techian’s	HR	and	compliance	audit	significantly	improved	HR	policies	and	practices,	making	them	more	inclusive	and	compliant	with	legal	requirements.	Enhanced	recruitment	and	onboarding	processes	contributed	to	a	more	diverse	and	engaged	workforce,	aligning	with	the	company’s	commitment	to	diversity
and	inclusion.	Reflection	This	scenario	underscores	the	importance	of	auditing	HR	policies	and	DEI	initiatives	to	ensure	they	effectively	support	organizational	goals	for	diversity	and	compliance	with	employment	laws.	Through	comprehensive	evaluations	and	targeted	recommendations,	internal	audits	can	drive	meaningful	improvements	in	HR
practices,	promoting	a	fair,	inclusive,	and	compliant	workplace.	HR	Policies	and	Procedures:	Compliance	with	Laws	and	Best	Practices	Human	Resources	(HR)	policies	and	procedures	are	essential	frameworks	that	govern	the	relationship	between	an	organization	and	its	employees.	They	ensure	that	both	parties	adhere	to	legal	standards	and	best
practices,	fostering	a	positive	and	equitable	work	environment.	Understanding	HR	compliance	is	crucial	as	it	involves	adhering	to	various	labour	laws	and	regulations	that	govern	employment	practices,	including	hiring,	wage	and	hours	of	work	standards,	non-discrimination,	workplace	safety,	and	employee	benefits.	Ensuring	compliance	helps	prevent
legal	disputes	and	promotes	a	fair	and	just	workplace	environment,	which	is	a	primary	focus	of	HR	audits.	Effective	HR	compliance	auditing	concentrates	on	the	following	key	areas:	The	recruitment	and	hiring	process	is	scrutinized	to	ensure	compliance	with	anti-discrimination	laws,	examining	how	job	descriptions	are	formulated,	candidates	are
screened,	and	hiring	decisions	are	made.	Adherence	to	wage	and	hours	worked	laws	is	reviewed,	verifying	that	employees	are	correctly	classified	as	exempt	or	non-exempt	under	Canadian	employment	laws,	minimum	wages	are	maintained,	overtime	is	compensated	appropriately,	and	record-keeping	practices	meet	legal	standards.	Workplace	safety
and	health	are	audited,	ensuring	that	organizational	conditions	comply	with	safety	standards	such	as	those	stipulated	by	the	Occupational	Health	and	Safety	Act	(OHSA)	in	Ontario.	Beyond	legal	compliance,	HR	audits	assess	whether	an	organization	follows	best	practices	in	HR	management,	which	can	significantly	enhance	employee	satisfaction	and
productivity.	Maintaining	clear,	comprehensive,	and	up-to-date	documentation	of	all	HR	policies	and	procedures	is	vital,	ensuring	consistent	application	and	accessibility.	Auditors	evaluate	the	provision	of	regular	training	and	development	opportunities	that	contribute	to	employee	growth	and	high-performance	standards.	The	effectiveness	of
performance	management	systems	is	also	reviewed	to	ensure	they	are	fair,	consistent,	and	aligned	with	organizational	goals,	including	how	performance	is	measured,	reviewed,	and	linked	to	rewards.	Furthermore,	best	practices	in	diversity	and	inclusion	are	scrutinized	to	ensure	the	organization	promotes	an	inclusive	workplace,	examining
recruitment	practices,	training	programs,	and	employee	support	systems.	The	following	techniques	are	employed	to	assess	HR	policies	and	procedures:	Document	review	is	a	fundamental	technique	involving	a	thorough	examination	of	all	HR	policies,	employee	handbooks,	and	procedure	manuals	to	verify	that	they	are	comprehensive	and	comply	with
legal	requirements.	Conducting	interviews	with	HR	personnel	and	employee	surveys	provide	insights	into	how	policies	are	implemented	and	perceived	throughout	the	organization.	Regular	compliance	checks	are	essential	to	ensure	ongoing	adherence	to	all	applicable	laws	as	regulations	change	and	evolve.	Benchmarking	the	organization’s	practices
against	those	of	similar	entities	or	industry	standards	can	identify	areas	for	improvement	and	confirm	adherence	to	best	practices.	Auditing	HR	policies	and	procedures	is	vital	for	any	organization	aiming	to	uphold	legal	standards	and	implement	effective	management	practices.	Such	audits	help	organizations	meet	regulatory	requirements	and	employ
strategies	that	foster	a	supportive	and	productive	work	environment.	They	allow	the	organization	to	mitigate	risks,	enhance	employee	satisfaction,	and	maintain	a	competitive	edge	in	attracting	and	retaining	top	talent.	This	thorough	approach	to	auditing	HR	policies	and	procedures	ensures	that	organizations	not	only	comply	with	the	law	but	also
advance	their	strategic	human	resource	goals,	contributing	to	overall	business	success.	Auditing	Recruitment,	Onboarding,	and	Termination	Processes	Organizations	aim	to	attract,	select,	and	hire	the	best	candidates	during	the	recruitment	process.	Auditing	this	phase	focuses	on	several	key	aspects,	including	compliance	with	anti-discrimination
laws.	Auditing	recruitment,	onboarding,	and	termination	processes	ensures	that	critical	HR	activities	are	conducted	in	compliance	with	legal	requirements.	Organizations	can	enhance	their	HR	practices	to	attract,	integrate,	and	retain	employees	while	minimizing	compliance	risks	by	identifying	areas	for	improvement.	Auditing	HR	processes	supports
a	positive	work	environment	and	strengthens	the	organization’s	overall	operational	effectiveness,	ensuring	that	HR	activities	align	with	legal	standards	and	best	practices.	Recruitment	Recruitment	auditing	strives	to	ensure	that	the	recruitment	process	is	free	from	discriminatory	practices,	which	encompasses	job	advertisements,	interview	questions,
and	selection	criteria	that	comply	with	laws	such	as	the	Employment	Equity	Act	of	Canada.	Additionally,	the	effectiveness	of	various	recruitment	channels	and	techniques	is	assessed	to	determine	their	success	in	attracting	qualified	candidates,	including	evaluating	the	return	on	investment	of	different	recruiting	sources.	Reviewing	the	fairness	and
consistency	of	selection	procedures	is	also	vital,	ensuring	they	are	based	on	objective	criteria	and	that	all	candidates	are	assessed	equitably.	Onboarding	The	onboarding	process	is	integral	for	integrating	new	hires	into	the	organization	and	critical	to	employee	retention	and	productivity.	Key	focus	areas	in	auditing	the	onboarding	process	include
evaluating	whether	new	employees	receive	comprehensive	orientation	and	training	covering	organizational	culture,	policies,	job	duties,	and	compliance	requirements.	Onboarding	auditing	also	involves	ensuring	that	all	necessary	employment	forms	and	documents,	such	as	contracts,	tax	forms,	and	benefit	enrolment	forms,	are	completed	in
compliance	with	legal	standards.	Additionally,	the	effectiveness	of	the	onboarding	process	is	assessed	through	new	hire	feedback,	examining	whether	adjustments	are	made	to	address	any	identified	issues.	Termination	Whether	voluntary	or	involuntary,	termination	must	be	handled	with	sensitivity	and	adherence	to	legal	standards	to	avoid	potential
legal	issues.	Termination	process	auditing	includes	ensuring	compliance	with	employment	laws,	including	proper	documentation	and	adherence	to	policies	regarding	reasons	for	termination	and	procedures.	The	use	and	effectiveness	of	exit	interviews	are	reviewed	to	gather	insights	into	the	reasons	for	employee	departure	and	identify	potential
improvements	in	organizational	practices.	Additionally,	ensuring	that	all	final	pay	calculations	are	accurate	and	that	benefits	are	handled	according	to	contractual	and	legal	requirements	is	a	crucial	aspect	of	this	auditing	phase.	Techniques	Effective	auditing	of	these	HR	processes	employs	the	following	techniques:	Document	review	involving	the
analysis	of	all	recruitment,	onboarding,	and	termination	documentation	to	ensure	compliance	and	consistency	with	HR	policies.	Conducting	interviews	with	HR	personnel	and	other	employees	involved	in	these	processes	provides	insights	into	the	practical	implementation	of	the	processes	and	any	challenges	faced.	Data	analysis	is	also	critical,
evaluating	data	on	recruitment	costs,	time	to	hire,	employee	turnover	rates,	and	other	relevant	metrics	to	assess	the	efficiency	and	effectiveness	of	HR	processes.	Direct	observation	of	recruitment	interviews	and	onboarding	sessions	can	provide	auditors	with	firsthand	information	on	how	policies	and	procedures	are	implemented.	Assessing	Payroll
and	Benefits	Compliance	and	Controls	Payroll	and	benefits	are	integral	to	human	resources	management,	directly	influencing	employee	satisfaction	and	ensuring	compliance	with	labour	laws.	Auditing	these	areas	is	crucial	for	verifying	that	payments	and	benefits	are	processed	accurately,	on	time,	and	according	to	regulatory	requirements.	Effective
auditing	of	payroll	and	benefits	zeroes	in	on	several	pivotal	areas.	Through	diligent	auditing,	organizations	can	maintain	a	supportive	work	environment	and	uphold	their	commitment	to	fair	and	lawful	employment	practices.	Payroll	Compliance	with	wage	laws	is	paramount,	ensuring	all	wages	are	correctly	calculated	and	aligned	with	minimum	wage
laws,	overtime	regulations,	and	other	jurisdiction-specific	legal	requirements.	The	timeliness	of	payroll	processing	is	also	crucial;	auditors	assess	whether	payroll	is	processed	on	schedule,	ensuring	employees	receive	their	paycheques	as	expected,	which	is	vital	for	maintaining	trust	and	satisfaction.	Moreover,	the	payroll	calculations	for	regular	hours,
overtime,	bonuses,	deductions,	and	withholdings	must	accurately	reflect	the	terms	outlined	in	employee	agreements	and	policies.	Benefits	Another	critical	area	is	the	administration	of	benefits,	which	includes	health	insurance,	retirement	plans,	and	other	employee	benefits.	It	is	essential	to	review	how	these	benefits	are	administered	to	ensure	they
are	managed	according	to	plan	specifications	and	legal	requirements.	In	addition	to	these	areas,	payroll	auditing	ensures	compliance	with	tax	regulations.	This	involves	checking	that	all	deductions,	such	as	Employment	Insurance,	Canada	Pension	Plan,	Income	Tax,	and	other	deductions,	such	as	Health	and	Pension	Plans,	Union	Dues,	etc.,	are
correctly	withheld	from	employee	paycheques	and	promptly	remitted	to	the	appropriate	authorities.	Auditors	also	verify	that	all	employment	tax	requirements	are	fulfilled,	including	the	filing	of	necessary	forms	and	adherence	to	tax	regulations.	Internal	Controls	The	internal	controls	over	payroll	and	benefits	are	another	focus	area	for	auditors.	It	is
crucial	to	ensure	that	duties	are	appropriately	segregated	among	personnel	to	prevent	fraud	and	errors,	such	as	separating	responsibilities	for	payroll	processing,	approval,	and	distribution.	Auditors	also	review	control	mechanisms	for	authorizing	payroll	transactions	and	changes	to	employee	salary	or	benefit	entitlements	to	ensure	they	are	properly
approved	and	documented.	Additionally,	the	adequacy	and	accessibility	of	record-keeping	practices	are	assessed,	including	maintaining	detailed	and	organized	payroll	records	that	support	all	transactions.	Security	measures	are	also	evaluated	to	protect	sensitive	payroll	and	benefits	data	from	unauthorized	access,	alteration,	or	loss.	Techniques
Various	audit	techniques	are	employed	to	assess	payroll	and	benefit	compliance	and	controls.	These	techniques	include:	Document	review	involving	an	analysis	of	payroll	records,	time	sheets,	benefits	enrolment	forms,	and	other	relevant	documents	to	verify	accuracy	and	compliance.	Interviews	with	payroll	and	HR	staff	to	understand	the	processes,
controls,	and	any	challenges	faced	in	managing	payroll	and	benefits.	Reconciliation	procedures	between	payroll	records	and	bank	statements	to	ensure	that	payments	accurately	match	payroll	records.	Tests	of	random	samples	of	payroll	and	benefits	transactions	to	check	for	accuracy	and	compliance	with	policies	and	regulations.	Diversity,	Equity,
and	Inclusion	(DEI)	Initiatives	Auditing	Diversity,	Equity,	and	Inclusion	(DEI)	initiatives	foster	a	fair	and	inclusive	workplace	culture,	which	enhances	organizational	performance	and	boosts	employee	satisfaction.	DEI	initiatives	auditing	assesses	whether	DEI	programs	are	being	effectively	implemented	and	achieving	their	intended	outcomes.	By
rigorously	evaluating	the	strategies	and	outcomes	of	DEI	initiatives,	auditors	help	organizations	identify	areas	for	improvement,	foster	transparency,	and	enhance	the	overall	effectiveness	of	their	diversity	programs.	Review	of	DEI	Policies	The	auditing	process	begins	with	thoroughly	reviewing	the	organization’s	formal	DEI	policies	and	practices.	This
includes	examining	written	recruitment,	retention,	training,	and	promotion	policies	to	ensure	they	explicitly	support	diversity	and	inclusion	goals.	Auditors	assess	the	comprehensiveness	of	these	policies,	checking	their	alignment	with	best	practices	and	legal	requirements	related	to	non-discrimination.	Implementation	of	DEI	Initiatives	Beyond	merely
reviewing	policy	documents,	auditors	scrutinize	how	DEI	initiatives	are	implemented	across	the	organization.	This	involves	examining	the	recruitment	process	to	ensure	it	is	designed	to	attract	a	diverse	pool	of	candidates.	Auditors	look	at	aspects	such	as	partnerships	with	diverse	hiring	sources,	the	use	of	inclusive	language	in	job	postings,	and
training	for	hiring	managers	on	unconscious	bias.	Additionally,	the	effectiveness	of	training	programs	is	evaluated	to	determine	if	they	genuinely	promote	diversity	and	inclusion,	including	a	review	of	onboarding	materials	and	ongoing	training	sessions	that	educate	employees	about	DEI	issues.	Support	systems	for	diverse	groups	within	the
organization,	such	as	employee	resource	groups,	mentoring	programs,	and	other	initiatives,	are	also	assessed	to	gauge	how	they	promote	an	inclusive	workplace.	Outcomes	and	Impact	of	DEI	Initiatives	Measuring	the	outcomes	and	impact	of	DEI	initiatives	is	a	critical	aspect	of	the	auditing	process.	This	includes	analyzing	workforce	demographics	to
assess	diversity	in	terms	of	race,	gender,	age,	disability	status,	and	other	relevant	characteristics	and	examining	how	these	demographics	are	represented	across	different	levels	of	the	organization.	Employee	surveys	and	feedback	are	utilized	to	provide	insights	into	the	effectiveness	of	DEI	initiatives,	with	questions	focusing	on	perceptions	of
inclusivity,	instances	of	discrimination,	and	the	overall	workplace	culture.	Moreover,	retention	and	advancement	rates	of	employees	from	diverse	backgrounds	are	reviewed	to	determine	if	disparities	indicate	potential	issues	with	equity	and	inclusion.	Techniques	A	variety	of	techniques	are	employed	to	audit	DEI	initiatives.	These	include:	Document
review	involving	a	detailed	analysis	of	all	DEI-related	documentation,	including	policies,	training	materials,	and	strategic	diversity	plans.	Data	analysis	using	statistical	methods	to	analyze	workforce	data,	survey	responses,	and	other	relevant	metrics.	Interviews	and	focus	groups	with	employees,	including	those	managing	DEI	initiatives,	to	gather
qualitative	insights	on	the	organization’s	diversity	and	inclusion	efforts.	Benchmarking	the	organization’s	DEI	efforts	against	those	of	similar	organizations	or	industry	standards	to	identify	areas	for	improvement	and	innovation.	Workplace	Safety	and	Health	Compliance	Auditing	Auditing	workplace	safety	and	health	processes	(designed	to	deliver	the
well-being	of	employees	and	maintain	compliance	with	regulatory	standards)	is	vital	for	assessing	an	organization’s	adherence	to	occupational	safety	and	health	laws	and	evaluating	the	effectiveness	of	implemented	safety	programs.	At	the	foundation	of	a	safety	and	health	compliance	audit	is	a	profound	understanding	of	the	regulatory	landscape,
which	may	include	standards	set	by	bodies	such	as	the	Occupational	Health	and	Safety	Administration	(OHSA)	in	Ontario	or	similar	organizations	globally.	Auditors	need	to	be	familiar	with	the	industry-specific	requirements	within	the	organization’s	jurisdiction,	including	regulations	on	hazardous	materials,	emergency	procedures,	ergonomic
practices,	and	more.	This	foundational	knowledge	ensures	that	auditors	can	accurately	assess	compliance	and	identify	areas	for	improvement.	Areas	of	Focus	Effective	auditing	of	workplace	safety	and	health	focuses	on	the	following	critical	areas:	Auditors	review	how	the	organization	identifies,	assesses,	and	manages	workplace	risks.	This	includes
evaluating	the	processes	for	hazard	identification,	the	thoroughness	of	risk	assessments,	and	the	effectiveness	of	risk	control	measures.	Training	programs	provided	to	employees	are	assessed	to	ensure	they	are	comprehensive	and	cover	all	necessary	safety	procedures,	checking	that	training	is	regularly	updated	and	tailored	to	the	specific	risks	of	the
workplace.	Auditors	review	the	mechanisms	for	reporting	workplace	incidents	and	near	misses	and	the	follow-up	procedures	to	ensure	effective	resolution	and	prevention	of	future	incidents.	Auditors	evaluate	the	adequacy	of	emergency	response	plans,	including	evacuation	procedures,	emergency	equipment	availability	and	maintenance,	and	regular
drills	to	assess	whether	employees	are	well-informed	about	emergency	preparedness	procedures.	Techniques	The	following	techniques	are	utilized	to	conduct	effective	audits:	Document	review	is	essential	for	analyzing	safety	policies,	training	records,	incident	logs,	and	risk	assessment	documents	to	verify	that	the	documentation	supports	compliance
claims	and	aligns	with	best	practices.	Site	inspections	are	also	critical;	auditors	conduct	thorough	inspections	of	the	workplace	to	observe	firsthand	the	implementation	of	safety	measures	and	the	actual	conditions	on-site.	This	includes	checking	for	proper	signage,	emergency	exits,	and	the	condition	and	availability	of	safety	equipment.	Interviews
with	employees	at	various	levels,	including	safety	officers	and	frontline	workers,	are	conducted	to	understand	their	awareness	and	perspectives	on	the	organization’s	safety	protocols.	Additionally,	compliance	checklists	based	on	regulatory	standards	are	used	to	systematically	assess	compliance	across	various	aspects	of	workplace	safety.	Post-Audit
Post-audit,	organizations	must	address	any	identified	deficiencies	by	implementing	corrective	actions.	Auditors	often	recommend	establishing	a	continuous	improvement	process,	which	involves	regularly	monitoring	safety	performance,	revisiting	risk	assessments	periodically,	and	updating	training	programs	to	address	new	or	evolving	risks.
Identifying	and	Managing	Risks	in	Labour	Relations	and	Contracts	Effective	labour	relations	and	contract	management	involve	navigating	the	complex	dynamics	between	employee	relations,	union	interactions,	and	contractual	obligations.	Auditing	these	areas	can	help	organizations	identify	potential	risks	and	implement	strategies	to	manage	them
effectively.	The	foundation	of	auditing	in	this	area	is	a	robust	understanding	of	the	legal	and	contractual	frameworks	governing	employee	relations	and	labour	agreements.	This	includes	familiarity	with	collective	bargaining	agreements	(if	applicable),	employment	contracts,	relevant	labour	laws	that	dictate	terms	of	employment,	dispute	resolution
procedures,	and	employee	rights.	Auditors	must	be	deeply	versed	in	these	aspects	to	evaluate	compliance	and	identify	potential	issues	effectively.	Auditing	labour	relations	and	contracts	helps	organizations	proactively	manage	labour	relations	risks,	maintain	compliance,	and	promote	a	positive	and	productive	work	environment.	Areas	of	Focus	In
labour	relations	auditing	and	contract	auditing,	the	focus	is	on	the	following	crucial	areas:	Ensuring	compliance	with	labour	laws	is	paramount,	as	this	minimizes	the	risk	of	legal	disputes	and	penalties.	This	may	include	wage,	hours,	union	relations,	and	employee	benefits	regulations.	Another	significant	area	is	contract	management	processes,	where
auditors	assess	how	employment	contracts	and	collective	bargaining	agreements	are	managed.	This	involves	focusing	on	how	terms	are	negotiated,	implemented,	and	maintained,	including	how	these	contracts	are	updated	to	reflect	changes	in	laws	or	business	operations.	The	effectiveness	of	mechanisms	for	resolving	labour	disputes	is	evaluated.
Effective	dispute-resolution	mechanisms	are	crucial	for	maintaining	labour	peace	and	preventing	issues	from	escalating,	whether	through	formal	grievance	procedures,	mediation,	or	arbitration.	Documentation	and	record	keeping	are	also	audited	for	thoroughness	and	accuracy,	including	records	of	negotiations,	contract	modifications,	and
compliance	with	agreement	terms.	Proper	documentation	is	vital	for	defending	the	organization	in	disputes	and	managing	ongoing	labour	relations.	Techniques	Auditors	employ	various	techniques	to	assess	risks	in	labour	relations	and	contracts	effectively.	These	techniques	include:	A	thorough	review	of	all	relevant	documents,	including	contracts,
agreements,	and	records	of	negotiation	and	dispute	resolutions,	helps	verify	compliance	with	terms	and	legal	requirements.	Interviews	with	HR	personnel,	union	representatives	(if	applicable),	and	other	stakeholders	involved	in	labour	relations	provide	insights	into	the	challenges	and	effectiveness	of	current	labour	relations	strategies.	Risk
assessment	to	identify	potential	risks	such	as	the	possibility	of	strikes,	disputes,	or	legal	challenges.	This	involves	analyzing	historical	data	on	disputes,	outcomes,	and	current	employee	satisfaction	and	engagement	trends.	Compliance	checklists	based	on	labour	laws	and	contract	terms	to	assess	compliance	and	identify	areas	of	risk	systematically.
Post-Audit	Following	the	audit,	organizations	must	refine	their	labour	relations	strategies	and	contract	management	practices	to	address	identified	risks.	This	may	involve:	Developing	training	programs	for	managers	and	HR	personnel	on	effective	labour	relations	and	legal	compliance.	Reviewing	processes	regularly	to	ensure	that	labour	relations
practices	and	contracts	remain	up	to	date	with	legal	requirements	and	organizational	changes.	Enhancing	communication	channels	between	management,	employees,	and	unions	to	foster	a	transparent	and	cooperative	work	environment.	Reporting	on	HR	and	Compliance	Audit	Findings	and	Recommendations	Effective	communication	of	audit
findings	and	recommendations	involves	detailing	conclusions,	identifying	areas	of	concern,	and	providing	actionable	recommendations	to	improve	HR	operations	and	compliance.	Components	of	an	HR	and	Compliance	Audit	Report	A	comprehensive	and	effective	HR	and	compliance	audit	report	should	have	the	following	components:	An	executive
summary	is	critical	as	it	provides	a	high-level	overview	of	the	audit’s	scope,	objectives,	and	essential	findings	and	is	crafted	to	capture	the	attention	of	senior	management.	The	detailed	findings	section	should	elaborate	on	each	finding	with	specific	examples	or	evidence	supporting	the	auditor’s	conclusions,	highlighting	the	associated	risks	or
implications	of	each	finding.	Furthermore,	for	each	finding,	the	auditor	should	provide	practical,	actionable	recommendations	that	address	the	identified	issues.	These	recommendations	should	be	realistic,	considering	the	organization’s	operational	context	and	available	resources.	A	particular	section	on	compliance	status	is	necessary	for	compliance
audits	to	assess	the	organization’s	adherence	to	applicable	laws	and	regulations,	noting	any	areas	of	non-compliance	or	potential	legal	exposure.	An	action	plan,	often	developed	with	HR	management,	should	outline	the	organization’s	steps	to	address	the	audit	findings,	including	timelines	and	responsibilities.	Best	Practices	in	HR	and	Compliance
Audit	Reporting	Effective	reporting	on	HR	and	compliance	audit	findings	requires	adherence	to	the	following	best	practices:	The	language	should	be	clear	and	concise	to	ensure	that	findings	and	recommendations	are	easily	understandable.	The	report	should	maintain	an	objective	and	unbiased	tone,	focusing	on	the	facts	and	conclusions	without
incorporating	personal	opinions	or	judgments.	Findings	should	be	prioritized	based	on	their	impact	and	risk	to	the	organization,	with	high-risk	areas	highlighted	and	addressed	first	in	the	recommendations.	Incorporating	visuals	such	as	charts,	graphs,	and	tables	can	significantly	enhance	the	report’s	clarity	and	engagement	by	illustrating	key	points
and	trends.	A	mechanism	for	tracking	the	implementation	of	recommendations,	such	as	a	follow-up	audit	or	periodic	reviews,	to	assess	progress	on	the	action	plan.	Best	Practices	in	Communicating	HR	and	Compliance	Audit	Findings	The	final	step	in	the	audit	process	is	effectively	communicating	the	report	to	relevant	stakeholders,	which	typically
includes	HR	management,	senior	executives,	and	possibly	the	board	of	directors.	It	is	vital	that	this	communication	is	clear	and	that	the	presentation	of	the	report	facilitates	a	constructive	discussion	about	the	findings	and	next	steps.	Presenting	the	audit	findings	in	an	interactive	session	where	stakeholders	can	ask	questions	and	discuss	the
implications	is	beneficial.	Collecting	feedback	on	the	report	from	stakeholders	helps	refine	future	audits	and	reporting	processes.	Providing	regular	updates	to	senior	management	on	implementing	audit	recommendations	is	also	essential,	as	it	helps	maintain	momentum	and	ensures	accountability.	In	conclusion,	an	influential	report	communicates
what	issues	were	found	and	guides	the	organization	in	rectifying	them,	ultimately	supporting	better	compliance	and	more	effective	HR	management.	Caledon	Hope	Hospital,	a	leading	healthcare	provider,	faces	stringent	workplace	safety	regulations	to	protect	its	employees	and	patients.	The	internal	audit	department	conducted	an	audit	to	assess
compliance	with	health	and	safety	standards,	including	OHSA	requirements	and	pandemic	response	measures.	Challenge	The	challenge	was	ensuring	that	the	hospital’s	workplace	safety	policies	and	procedures	complied	with	regulations	and	were	effectively	implemented	across	all	departments	to	safeguard	employees	and	patients.	Action	Taken
Workplace	Safety	and	Health	Compliance	Auditing:	The	audit	evaluated	the	hospital’s	adherence	to	workplace	safety	and	health	regulations,	including	the	effectiveness	of	infection	control	measures	and	personal	protective	equipment	(PPE)	protocols.	Auditing	Recruitment,	Onboarding,	and	Termination	Processes:	The	audit	also	reviewed	recruitment
and	onboarding	processes	for	compliance	with	health	and	safety	training	requirements,	ensuring	that	new	hires	were	adequately	informed	and	equipped	to	maintain	a	safe	working	environment.	Assessing	Pandemic	Response	Measures:	Given	the	ongoing	pandemic,	particular	attention	was	paid	to	the	hospital’s	response	measures,	including	the
adequacy	of	emergency	preparedness	plans,	employee	health	screenings,	and	patient	safety	protocols.	Identifying	and	Managing	Risks:	Through	interviews,	document	reviews,	and	on-site	inspections,	the	audit	identified	risks	and	areas	for	improvement	in	the	hospital’s	health	and	safety	practices,	particularly	in	high-risk	departments	like	emergency
and	intensive	care	units.	Recommendations	for	Enhanced	Compliance	and	Safety:	The	audit	concluded	with	recommendations	to	strengthen	the	hospital’s	compliance	with	workplace	safety	regulations	and	enhance	overall	safety	measures,	including	updating	training	programs	and	improving	PPE	supply	chain	management.	Outcome	Caledon	Hope
Hospital	implemented	the	audit’s	recommendations,	leading	to	improved	compliance	with	workplace	safety	regulations	and	more	robust	safety	measures	across	the	facility.	The	enhancements	contributed	to	a	safer	environment	for	employees	and	patients,	reinforcing	the	hospital’s	reputation	for	excellence	in	healthcare	and	employee	well-being.
Reflection	Caledon	Hope	Hospital’s	scenario	highlights	the	critical	role	of	HR	and	compliance	auditing	in	ensuring	adherence	to	workplace	safety	regulations,	especially	in	high-risk	environments	like	healthcare.	By	conducting	thorough	evaluations	and	providing	actionable	recommendations,	internal	audits	can	significantly	contribute	to	creating
safer	workplaces,	ensuring	compliance	with	legal	requirements,	and	protecting	the	well-being	of	employees	and	patients.	Let’s	recap	the	concepts	discussed	in	this	section	by	reviewing	these	key	takeaways:	Auditing	HR	policies	ensure	adherence	to	labour	laws	regarding	hiring,	wages,	safety,	and	benefits,	preventing	legal	disputes	and	fostering
fairness.	Beyond	legal	compliance,	HR	audits	assess	if	an	organization	follows	the	best	HR	management	practices	to	enhance	employee	satisfaction	and	productivity.	Effective	HR	management	requires	up-to-date,	clear	documentation	of	policies	and	regular	training	to	maintain	high	standards	and	compliance.	Audits	review	performance	management
systems	for	fairness	and	alignment	with	organizational	goals,	which	is	crucial	for	motivating	and	retaining	employees.	Audits	evaluate	the	effectiveness	of	diversity	and	inclusion	initiatives,	ensuring	recruitment	and	workplace	practices	foster	an	inclusive	environment.	What	are	the	primary	purposes	of	auditing	HR	policies	and	procedures?	Describe
key	areas	focused	on	during	the	auditing	of	recruitment	and	hiring	processes.	What	are	the	critical	aspects	of	auditing	onboarding	processes?	How	do	auditors	assess	the	termination	process	within	an	organization?	What	techniques	are	employed	to	audit	Diversity,	Equity,	and	Inclusion	(DEI)	initiatives?	Critically	evaluate	the	importance	of	document
review	in	auditing	HR	policies	and	procedures.	Discuss	how	auditors	can	ensure	that	these	documents	accurately	reflect	current	practices	and	compliance	with	relevant	laws.	Analyze	the	role	of	compliance	checks	in	auditing	recruitment,	onboarding,	and	termination	processes.	How	can	organizations	use	the	findings	from	these	audits	to	improve
their	HR	practices?	Discuss	the	significance	of	auditing	Diversity,	Equity,	and	Inclusion	(DEI)	initiatives	within	an	organization.	What	challenges	might	auditors	face	in	this	process,	and	how	can	they	effectively	address	them?	LarinWare	Enterprises	is	a	mid-sized	software	development	company	that	has	recently	experienced	rapid	growth.	With	the
expansion,	LarinWare	has	encountered	challenges	in	managing	its	diverse	workforce,	ensuring	compliance	with	HR	policies,	and	maintaining	a	positive	workplace	culture.	The	HR	department	is	under	pressure	to	adapt	to	these	changes	effectively.	The	relevant	HR	and	compliance	challenges	include:	HR	Policies	and	Procedures:	LarinWare’s	HR
policies	were	last	updated	five	years	ago	and	must	fully	comply	with	current	employment	laws.	There	needs	to	be	more	consistent	application	across	different	departments.	Recruitment,	Onboarding,	and	Termination:	The	recruitment	process	lacks	structured	anti-discrimination	measures.	Onboarding	is	often	rushed	and	lacks	comprehensive	training
sessions.	Termination	procedures	are	inconsistently	followed,	leading	to	occasional	legal	complications.	Payroll	and	Benefits:	There	have	been	several	complaints	regarding	payroll	errors,	and	benefits	management	often	needs	to	be	more	transparent	for	employees	due	to	poorly	updated	documentation.	Diversity,	Equity,	and	Inclusion	(DEI):	While
LarinWare	values	diversity,	no	formal	DEI	policies	or	programs	are	in	place,	and	the	workforce	diversity	metrics	still	need	to	be	audited.	Workplace	Safety	and	Health:	Safety	audits	are	infrequent	and	reactive	rather	than	proactive,	leading	to	a	higher-than-average	rate	of	workplace	incidents	in	the	industry.	Required:	As	an	external	HR	auditor	hired
by	LarinWare	Enterprises,	you	are	tasked	with	evaluating	the	existing	HR	and	compliance	frameworks,	identifying	critical	areas	of	concern,	and	recommending	actionable	improvements.	Assess	LarinWare’s	HR	policies	and	procedures.	What	improvements	are	needed	to	ensure	they	are	up-to-date	and	compliant	with	current	laws?	Evaluate	the
effectiveness	of	LarinWare’s	recruitment,	onboarding,	and	termination	processes.	How	can	these	be	improved	to	enhance	legal	compliance	and	employee	satisfaction?	Analyze	the	payroll	and	benefits	issues	at	LarinWare.	What	steps	should	be	taken	to	resolve	these	issues	and	prevent	future	problems?	Discuss	the	importance	of	establishing	formal
DEI	policies	at	LarinWare.	What	steps	should	the	company	take	to	initiate	and	implement	effective	DEI	initiatives?	Review	the	current	state	of	workplace	safety	and	health	at	LarinWare.	What	critical	areas	need	immediate	attention,	and	how	can	a	proactive	safety	culture	be	developed?	definitionThe	review	and	evaluation	of	an	organization's
employee	benefits	programs	to	ensure	they	meet	legal	standards	and	are	administered	fairly	and	accurately.	Ensuring	that	an	organization's	health	policies	and	practices	adhere	to	relevant	laws	and	regulations	to	protect	employee	health	and	safety.	The	review	and	evaluation	of	an	organization's	human	resources	policies	and	procedures	to	ensure
they	are	compliant	with	laws	and	aligned	with	best	practices.	The	examination	of	an	organization's	hiring	processes	to	ensure	they	are	effective,	fair,	and	compliant	with	relevant	regulations	and	standards.	The	review	of	the	procedures	and	processes	used	to	integrate	new	employees	into	an	organization,	ensuring	they	are	effective	and	aligned	with
best	practices.	The	review	of	an	organization's	procedures	for	terminating	employees	to	ensure	compliance	with	legal	requirements	and	internal	policies,	and	to	mitigate	risks.	The	examination	of	an	organization's	diversity,	equity,	and	inclusion	programs	and	policies	to	ensure	they	are	effectively	implemented	and	are	achieving	desired	outcomes.
Policies,	procedures,	and	practices	implemented	to	ensure	the	physical	well-being	and	safety	of	employees	in	the	workplace.	The	review	and	evaluation	of	an	organization's	management	of	relationships	between	employers	and	employees,	including	negotiations	and	conflict	resolution.	Is	your	team	conducting	regular	HR	audits?	Ineffective	HR
processes,	systems,	and	policies	can	hurt	your	business.	If	these	factors	are	not	continually	monitored,	a	business	can	find	itself	on	the	wrong	side	of	employment	laws.	Like,	facing	stiff	penalties	for	not	having	an	employee	safety	program.	Conducting	an	HR	audit	helps	ensure	you	are	setting	your	employees	and	your	business	up	for	long-term	success
and	compliance.	Maybe	it’s	been	so	long	since	you’ve	participated	in	an	HR	audit	that	you’ve	forgotten	how	beneficial	this	can	be	for	your	organization.	Especially	as	we	round	the	corner	in	a	post-pandemic	world,	a	lot	of	things	can	change	quickly	in	a	business	with	its	people.	This	requires	taking	a	quick	step	back	and	evaluating	where	the
organization	is	headed	in	terms	of	human	capital	management.	For	a	structured	approach	to	reviewing	and	optimizing	your	HR	processes,	download	our	HR	Audit	for	People	Processes	Guide	&	Template	and	get	the	tools	you	need	to	focus	on	what	truly	matters.	ContentsWhat	is	an	HR	audit?Why	conduct	an	HR	audit?When	should	you	conduct	an	HR
audit?Types	of	HR	auditHR	audit	template	&	guide7	steps	for	an	effective	HR	audit	process	An	HR	audit	reviews	the	human	resource	processes	and	policies	to	identify	areas	that	may	need	improvement	and	what	areas	are	performing	well.	Organizations	can	use	an	HR	audit	to	ensure	compliance	and	align	HR	programs	with	business	objectives.
They’re	making	sure	that	these	processes	truly	contribute	to	organizational	performance.	A	human	resource	audit	is	akin	to	an	internal	process	audit.	Simply	put,	it’s	like	giving	your	human	resource	department	a	report	card	of	how	effective	it	is.	Running	an	audit	of	your	HR	department	also	catches	areas	of	non-compliance	to	reduce	the	risk	for	the
business.	Essentially,	an	HR	audit	is	an	opportunity	to	tighten	up	processes	so	that	aspects	like	recruitment,	retention,	onboarding,	training,	salary	and	compensation,	payroll,	and	performance	management	all	get	the	attention	they	need.	It	might	seem	like	a	lot	of	work.	After	all,	don’t	you	already	have	a	lot	on	your	plate	trying	to	recruit	and	retain
employees	and	then	making	sure	they	perform?	However,	continuously	improving	your	HR	processes	helps	you	ensure	not	only	that	they	are	compliant	with	laws	and	regulations	but	also	that	they	help	your	workforce	and	your	organization	become	more	successful.	Based	on	an	image	from	Dutch	Modern	Academy.	The	goals	of	an	HR	audit	are
manifold.	While	not	mandatory,	every	area	of	HR	that	is	reviewed	benefits	from	having	made	this	effort.	According	to	Mark	S.	Floyd,	partner	with	the	Cleveland	law	firm	Walter	and	Haverfield,	“Audits	examine	the	effectiveness	of	the	HR	department’s	current	policies,	procedures,	and	systems	as	they	relate	to	the	latest	changes	and	developments	in
labor	and	employment	law.”	Moreover,	he	adds,	“senior	leadership	relies	heavily	on	[the	HR]	department	to	ensure	that	the	company’s	overall	business	strategy	is	consistent	with	the	many	complex	laws	and	regulations	that	govern	the	workplace	environment.”	Not	convinced	yet?	Here	are	some	reasons	why	HR	audits	should	be	a	priority	at	your
organization.	A	thorough	HR	audit:	Improves	processes	and	policies	that	impact	employees.	An	HR	audit	is	a	chance	to	improve	areas	of	your	processes	and	policies	that	have	the	biggest	impact	on	employees.	This	empowers	workers,	helps	retain	them,	and	ultimately	makes	for	a	stronger	company.	Ensures	corporate	compliance.	Never	take	for
granted	that	your	policies	are	compliant	with	all	the	laws.	There	are	new	employment	laws	and	changes	to	the	laws	occurring	all	the	time.	In	order	to	get	and	remain	compliant	and	avoid	unwanted	lawsuits,	you	must	be	ahead	of	the	game	with	HR	compliance	audits	that	identify	any	potential	risk	areas.	Makes	HR	data	meaningful	and	strategic.	Put	all
that	HR	data	to	good	use	by	connecting	it	with	the	reality	of	your	HR	policies	and	procedures.	Helps	prevents	adverse	impact	in	employment	practices.	You	can	mitigate	problems	with	disparate	impact	on	candidates	in	recruitment,	and	on	candidates	in	salary	and	compensation,	succession	planning,	and	generally,	throughout	the	employee	lifecycle,
by	doing	audits.	Creates	equitable	and	fair	compensation.	During	your	financial	audits	and	compensation	analysis,	it	can	also	be	a	good	practice	to	audit	how	equitable	and	competitive	your	salary	and	compensation	packages	are.	This	can	support	recruitment	and	retention	efforts	and	also	avoid	complaints.	Identifies	inefficiencies	in	systems	and
practices.	At	the	very	least,	HR	audits	can	help	to	discover	any	practices	or	systems	that	are	not	efficient.	Redundant	tasks	or	processes	that	are	too	lengthy	can	cause	mistakes	to	happen.	Don’t	wait	for	issues	to	come	up	before	you	conduct	an	HR	audit.	Taking	a	proactive	approach	is	always	better	than	a	reactive	one.	Lauren	Brown,	aPHR,	a
contributor	to	the	Bernard	Health	blog,	shares,	“The	best	time	of	year	to	conduct	an	audit	will	depend	on	the	organization’s	needs	and	schedule.	A	slower	time	of	year	might	be	more	productive	than	the	organization’s	busy	season.	Likewise,	the	end	or	beginning	of	the	year	can	help	an	organization	benchmark	improvements	year	over	year.”	Choose
the	time	of	year	that	is	most	convenient	for	your	organization	and	workload.	There	are	multiple	types	of	HR	audit	you	may	conduct,	each	focusing	on	a	specific	area	of	the	organization’s	human	capital.	You	can	choose	to	run	the	audit	by	creating	a	committee	of	internal	HR	professionals	(checking	an	area	they	don’t	usually	handle),	or	you	may	decide
to	utilize	a	third-party	HR	audit	service.	You	can	choose	to	conduct	a	general	HR	audit	which	allows	you	to	assess	which	people	processes	at	your	organization	need	immediate	attention.	Download	your	HR	audit	template	here.	Depending	on	your	organization’s	needs,	you	might	want	to	go	more	granular.	Here	are	the	various	types	of	HR	audit	you
will	want	to	conduct:	Records	auditI-9	auditAudit	aimed	at	ensuring	ongoing	compliance	with	employer	sanction	provisions	of	the	Immigration	and	Nationality	Act	(INA).Employee	filesAre	your	employee	files	in	a	locked	and	secure	location,	and	digital	personnel	files	encrypted	and	secure?Payroll	recordsDo	you	maintain	detailed	payroll	records	and
who	has	access	to	them?Records	retentionHow	long	are	you	storing	employee	records	and	are	you	adhering	to	the	rules	for	records	retention?	HR	functions	auditRecruitment	and	hiring	Do	you	maintain	records	of	recruitment	efforts,	from	advertisements	to	interviews	and	hiring	practices?	Do	you	meet	Affirmative	Action	requirements?Onboarding
practicesHow	new	employees	are	onboarded	matters.	What	kind	of	structure	does	your	onboarding	program	have?	Do	you	get	feedback	from	your	new	hires?Compensation	and	salaryMake	sure	your	compensation	and	salary	is	competitive,	and	ensure	different	groups	of	employees	are	paid	the	same	wages	for	equivalent	jobs.	Also	determine	if	you	are
classifying	employees	correctly	as	salaried/hourly,	full-time	employees,	part-time	workers,	or	independent	contractors.Performance	and	trainingHow	do	you	conduct	performance	evaluations	and	what	kind	of	training	support	is	offered?	Legal	compliance	auditEEOCDo	you	adhere	to	EEOC	guidelines?	Are	there	any	potential	violations?Fair	Labor
Standards	Act	(FLSA)Do	you	comply	with	FLSA,	minimum	wage	laws?Family	and	Medical	Leave	Act	(FMLA)What	is	your	process	for	reviewing,	approving,	and	monitoring	FMLA	requested	leaves?Americans	with	Disabilities	Act	(ADA)Do	you	offer	opportunities	to	workers	with	disability	in	accordance	with	ADA?Benefits	Do	you	offer	access	to
affordable	healthcare	benefit	packages	if	required?	How	do	you	manage	COBRA?	Policies	auditProgressive	disciplineIs	your	disciplinary	process	clear,	consistent,	and	in	writing?Termination	policyIs	your	termination	policy	in	line	with	state	at-will	employment	laws?PTO	policyDo	you	offer	paid	time	off	to	all	your	eligible	workers?	Safety	auditOSHA
hazardsDo	you	maintain	an	OSHA	log?	Do	you	take	steps	to	maintain	a	safe	workplace,	including	training?MSDS	Is	your	workplace	equipped	with	an	MSDS	book	and	do	employees	know	where	to	find	it?PPEDo	you	provide	adequate	personal	protective	equipment,	including	uniforms	as	needed?	An	HR	audit	helps	you	assess	your	people	processes	to
spot	strengths	and	areas	for	improvement.	This	HR	Audit	for	People	Processes	Guide	&	Template,	available	for	download	in	both	PDF	and	PPTX	formats,	makes	it	easy	to	review	key	areas	like	recruitment,	onboarding,	and	compliance.	Simply	follow	the	guide,	fill	in	your	audit	details,	and	get	a	clear	overview	of	where	your	HR	practices	stand.
DOWNLOAD	HR	AUDIT	TEMPLATE	&	GUIDE	Wondering	how	to	conduct	an	HR	audit?	Here	is	a	handy	HR	audit	checklist	to	get	you	started:	As	we’ve	mentioned	above,	there	are	many	different	types	of	HR	audits	that	you	can	focus	on.	For	this	purpose,	however,	you	will	want	to	clearly	specify	the	audit	goals	for	your	organization.	Don’t	try	to	do
everything	at	once.	Set	a	timeline	for	completion.	Check	out	our	detailed	HR	Audit	Guide	with	a	downloadable	HR	audit	template	to	make	your	auditing	process	easier.	The	only	way	to	make	a	lasting	change	that	will	positively	impact	your	organization	is	to	ensure	that	you	get	your	executive	management	team	on	board.	You	will	need	their	support,
especially	if	you	request	to	hire	a	third	party	to	conduct	the	audit.	Will	you	attempt	to	do	the	audit	yourself,	or	will	you	hire	outside	the	organization?	Decide	who	is	responsible	for	what	tasks	if	it	is	a	joint	effort.	Set	expectations	for	your	evaluation	from	the	beginning.	Initially,	you	will	need	to	collect	all	the	relevant	data	that	has	to	do	with	what	you
are	auditing.	For	example,	you	can	use	data	from	your	ATS	if	you	are	auditing	your	recruitment	processes.	Make	sure	you	have	permission	to	use	the	data.	Take	the	time	to	organize	and	analyze	the	information	that	you	have	discovered.	Try	to	identify	any	potential	issues	and	opportunities	for	improvement.	For	example,	you	may	prevent	future
injuries	by	increasing	how	often	the	company	orders	PPE	for	workers.	First,	prioritize	the	most	problematic	areas,	for	example,	those	that	could	get	your	organization	into	the	most	legal	trouble.	Then	work	your	way	down	your	list	of	priorities	to	improve	processes	and	policies	that	are	weak	and	need	improvement.	Employees	will	be	interested	to
know	about	the	changes	and	improvements	that	you’re	making	to	HR	processes.	Find	ways	to	communicate	these	changes	to	them	and	ask	managers	to	update	employees.	Sure,	any	HR	audit	can	be	a	complex	process	that	can	also	be	time	and	resource-intensive.	However,	the	benefits	far	outweigh	the	effort.	You	can	redesign	your	company’s
processes	and	systems	that	can	support	business	objectives	and	goals.	Is	your	team	conducting	regular	HR	audits?	Ineffective	HR	processes,	systems,	and	policies	can	hurt	your	business.	If	these	factors	are	not	continually	monitored,	a	business	can	find	itself	on	the	wrong	side	of	employment	laws.	Like,	facing	stiff	penalties	for	not	having	an	employee
safety	program.	Conducting	an	HR	audit	helps	ensure	you	are	setting	your	employees	and	your	business	up	for	long-term	success	and	compliance.	Maybe	it’s	been	so	long	since	you’ve	participated	in	an	HR	audit	that	you’ve	forgotten	how	beneficial	this	can	be	for	your	organization.	Especially	as	we	round	the	corner	in	a	post-pandemic	world,	a	lot	of
things	can	change	quickly	in	a	business	with	its	people.	This	requires	taking	a	quick	step	back	and	evaluating	where	the	organization	is	headed	in	terms	of	human	capital	management.	For	a	structured	approach	to	reviewing	and	optimizing	your	HR	processes,	download	our	HR	Audit	for	People	Processes	Guide	&	Template	and	get	the	tools	you	need
to	focus	on	what	truly	matters.	ContentsWhat	is	an	HR	audit?Why	conduct	an	HR	audit?When	should	you	conduct	an	HR	audit?Types	of	HR	auditHR	audit	template	&	guide7	steps	for	an	effective	HR	audit	process	An	HR	audit	reviews	the	human	resource	processes	and	policies	to	identify	areas	that	may	need	improvement	and	what	areas	are
performing	well.	Organizations	can	use	an	HR	audit	to	ensure	compliance	and	align	HR	programs	with	business	objectives.	They’re	making	sure	that	these	processes	truly	contribute	to	organizational	performance.	A	human	resource	audit	is	akin	to	an	internal	process	audit.	Simply	put,	it’s	like	giving	your	human	resource	department	a	report	card	of
how	effective	it	is.	Running	an	audit	of	your	HR	department	also	catches	areas	of	non-compliance	to	reduce	the	risk	for	the	business.	Essentially,	an	HR	audit	is	an	opportunity	to	tighten	up	processes	so	that	aspects	like	recruitment,	retention,	onboarding,	training,	salary	and	compensation,	payroll,	and	performance	management	all	get	the	attention
they	need.	It	might	seem	like	a	lot	of	work.	After	all,	don’t	you	already	have	a	lot	on	your	plate	trying	to	recruit	and	retain	employees	and	then	making	sure	they	perform?	However,	continuously	improving	your	HR	processes	helps	you	ensure	not	only	that	they	are	compliant	with	laws	and	regulations	but	also	that	they	help	your	workforce	and	your
organization	become	more	successful.	Based	on	an	image	from	Dutch	Modern	Academy.	The	goals	of	an	HR	audit	are	manifold.	While	not	mandatory,	every	area	of	HR	that	is	reviewed	benefits	from	having	made	this	effort.	According	to	Mark	S.	Floyd,	partner	with	the	Cleveland	law	firm	Walter	and	Haverfield,	“Audits	examine	the	effectiveness	of	the
HR	department’s	current	policies,	procedures,	and	systems	as	they	relate	to	the	latest	changes	and	developments	in	labor	and	employment	law.”	Moreover,	he	adds,	“senior	leadership	relies	heavily	on	[the	HR]	department	to	ensure	that	the	company’s	overall	business	strategy	is	consistent	with	the	many	complex	laws	and	regulations	that	govern	the
workplace	environment.”	Not	convinced	yet?	Here	are	some	reasons	why	HR	audits	should	be	a	priority	at	your	organization.	A	thorough	HR	audit:	Improves	processes	and	policies	that	impact	employees.	An	HR	audit	is	a	chance	to	improve	areas	of	your	processes	and	policies	that	have	the	biggest	impact	on	employees.	This	empowers	workers,	helps
retain	them,	and	ultimately	makes	for	a	stronger	company.	Ensures	corporate	compliance.	Never	take	for	granted	that	your	policies	are	compliant	with	all	the	laws.	There	are	new	employment	laws	and	changes	to	the	laws	occurring	all	the	time.	In	order	to	get	and	remain	compliant	and	avoid	unwanted	lawsuits,	you	must	be	ahead	of	the	game	with
HR	compliance	audits	that	identify	any	potential	risk	areas.	Makes	HR	data	meaningful	and	strategic.	Put	all	that	HR	data	to	good	use	by	connecting	it	with	the	reality	of	your	HR	policies	and	procedures.	Helps	prevents	adverse	impact	in	employment	practices.	You	can	mitigate	problems	with	disparate	impact	on	candidates	in	recruitment,	and	on
candidates	in	salary	and	compensation,	succession	planning,	and	generally,	throughout	the	employee	lifecycle,	by	doing	audits.	Creates	equitable	and	fair	compensation.	During	your	financial	audits	and	compensation	analysis,	it	can	also	be	a	good	practice	to	audit	how	equitable	and	competitive	your	salary	and	compensation	packages	are.	This	can
support	recruitment	and	retention	efforts	and	also	avoid	complaints.	Identifies	inefficiencies	in	systems	and	practices.	At	the	very	least,	HR	audits	can	help	to	discover	any	practices	or	systems	that	are	not	efficient.	Redundant	tasks	or	processes	that	are	too	lengthy	can	cause	mistakes	to	happen.	Don’t	wait	for	issues	to	come	up	before	you	conduct	an
HR	audit.	Taking	a	proactive	approach	is	always	better	than	a	reactive	one.	Lauren	Brown,	aPHR,	a	contributor	to	the	Bernard	Health	blog,	shares,	“The	best	time	of	year	to	conduct	an	audit	will	depend	on	the	organization’s	needs	and	schedule.	A	slower	time	of	year	might	be	more	productive	than	the	organization’s	busy	season.	Likewise,	the	end	or
beginning	of	the	year	can	help	an	organization	benchmark	improvements	year	over	year.”	Choose	the	time	of	year	that	is	most	convenient	for	your	organization	and	workload.	There	are	multiple	types	of	HR	audit	you	may	conduct,	each	focusing	on	a	specific	area	of	the	organization’s	human	capital.	You	can	choose	to	run	the	audit	by	creating	a
committee	of	internal	HR	professionals	(checking	an	area	they	don’t	usually	handle),	or	you	may	decide	to	utilize	a	third-party	HR	audit	service.	You	can	choose	to	conduct	a	general	HR	audit	which	allows	you	to	assess	which	people	processes	at	your	organization	need	immediate	attention.	Download	your	HR	audit	template	here.	Depending	on	your
organization’s	needs,	you	might	want	to	go	more	granular.	Here	are	the	various	types	of	HR	audit	you	will	want	to	conduct:	Records	auditI-9	auditAudit	aimed	at	ensuring	ongoing	compliance	with	employer	sanction	provisions	of	the	Immigration	and	Nationality	Act	(INA).Employee	filesAre	your	employee	files	in	a	locked	and	secure	location,	and
digital	personnel	files	encrypted	and	secure?Payroll	recordsDo	you	maintain	detailed	payroll	records	and	who	has	access	to	them?Records	retentionHow	long	are	you	storing	employee	records	and	are	you	adhering	to	the	rules	for	records	retention?	HR	functions	auditRecruitment	and	hiring	Do	you	maintain	records	of	recruitment	efforts,	from
advertisements	to	interviews	and	hiring	practices?	Do	you	meet	Affirmative	Action	requirements?Onboarding	practicesHow	new	employees	are	onboarded	matters.	What	kind	of	structure	does	your	onboarding	program	have?	Do	you	get	feedback	from	your	new	hires?Compensation	and	salaryMake	sure	your	compensation	and	salary	is	competitive,
and	ensure	different	groups	of	employees	are	paid	the	same	wages	for	equivalent	jobs.	Also	determine	if	you	are	classifying	employees	correctly	as	salaried/hourly,	full-time	employees,	part-time	workers,	or	independent	contractors.Performance	and	trainingHow	do	you	conduct	performance	evaluations	and	what	kind	of	training	support	is	offered?
Legal	compliance	auditEEOCDo	you	adhere	to	EEOC	guidelines?	Are	there	any	potential	violations?Fair	Labor	Standards	Act	(FLSA)Do	you	comply	with	FLSA,	minimum	wage	laws?Family	and	Medical	Leave	Act	(FMLA)What	is	your	process	for	reviewing,	approving,	and	monitoring	FMLA	requested	leaves?Americans	with	Disabilities	Act	(ADA)Do	you
offer	opportunities	to	workers	with	disability	in	accordance	with	ADA?Benefits	Do	you	offer	access	to	affordable	healthcare	benefit	packages	if	required?	How	do	you	manage	COBRA?	Policies	auditProgressive	disciplineIs	your	disciplinary	process	clear,	consistent,	and	in	writing?Termination	policyIs	your	termination	policy	in	line	with	state	at-will
employment	laws?PTO	policyDo	you	offer	paid	time	off	to	all	your	eligible	workers?	Safety	auditOSHA	hazardsDo	you	maintain	an	OSHA	log?	Do	you	take	steps	to	maintain	a	safe	workplace,	including	training?MSDS	Is	your	workplace	equipped	with	an	MSDS	book	and	do	employees	know	where	to	find	it?PPEDo	you	provide	adequate	personal
protective	equipment,	including	uniforms	as	needed?	An	HR	audit	helps	you	assess	your	people	processes	to	spot	strengths	and	areas	for	improvement.	This	HR	Audit	for	People	Processes	Guide	&	Template,	available	for	download	in	both	PDF	and	PPTX	formats,	makes	it	easy	to	review	key	areas	like	recruitment,	onboarding,	and	compliance.	Simply
follow	the	guide,	fill	in	your	audit	details,	and	get	a	clear	overview	of	where	your	HR	practices	stand.	DOWNLOAD	HR	AUDIT	TEMPLATE	&	GUIDE	Wondering	how	to	conduct	an	HR	audit?	Here	is	a	handy	HR	audit	checklist	to	get	you	started:	As	we’ve	mentioned	above,	there	are	many	different	types	of	HR	audits	that	you	can	focus	on.	For	this
purpose,	however,	you	will	want	to	clearly	specify	the	audit	goals	for	your	organization.	Don’t	try	to	do	everything	at	once.	Set	a	timeline	for	completion.	Check	out	our	detailed	HR	Audit	Guide	with	a	downloadable	HR	audit	template	to	make	your	auditing	process	easier.	The	only	way	to	make	a	lasting	change	that	will	positively	impact	your
organization	is	to	ensure	that	you	get	your	executive	management	team	on	board.	You	will	need	their	support,	especially	if	you	request	to	hire	a	third	party	to	conduct	the	audit.	Will	you	attempt	to	do	the	audit	yourself,	or	will	you	hire	outside	the	organization?	Decide	who	is	responsible	for	what	tasks	if	it	is	a	joint	effort.	Set	expectations	for	your
evaluation	from	the	beginning.	Initially,	you	will	need	to	collect	all	the	relevant	data	that	has	to	do	with	what	you	are	auditing.	For	example,	you	can	use	data	from	your	ATS	if	you	are	auditing	your	recruitment	processes.	Make	sure	you	have	permission	to	use	the	data.	Take	the	time	to	organize	and	analyze	the	information	that	you	have	discovered.
Try	to	identify	any	potential	issues	and	opportunities	for	improvement.	For	example,	you	may	prevent	future	injuries	by	increasing	how	often	the	company	orders	PPE	for	workers.	First,	prioritize	the	most	problematic	areas,	for	example,	those	that	could	get	your	organization	into	the	most	legal	trouble.	Then	work	your	way	down	your	list	of	priorities
to	improve	processes	and	policies	that	are	weak	and	need	improvement.	Employees	will	be	interested	to	know	about	the	changes	and	improvements	that	you’re	making	to	HR	processes.	Find	ways	to	communicate	these	changes	to	them	and	ask	managers	to	update	employees.	Sure,	any	HR	audit	can	be	a	complex	process	that	can	also	be	time	and
resource-intensive.	However,	the	benefits	far	outweigh	the	effort.	You	can	redesign	your	company’s	processes	and	systems	that	can	support	business	objectives	and	goals.	Is	your	team	conducting	regular	HR	audits?	Ineffective	HR	processes,	systems,	and	policies	can	hurt	your	business.	If	these	factors	are	not	continually	monitored,	a	business	can
find	itself	on	the	wrong	side	of	employment	laws.	Like,	facing	stiff	penalties	for	not	having	an	employee	safety	program.	Conducting	an	HR	audit	helps	ensure	you	are	setting	your	employees	and	your	business	up	for	long-term	success	and	compliance.	Maybe	it’s	been	so	long	since	you’ve	participated	in	an	HR	audit	that	you’ve	forgotten	how	beneficial
this	can	be	for	your	organization.	Especially	as	we	round	the	corner	in	a	post-pandemic	world,	a	lot	of	things	can	change	quickly	in	a	business	with	its	people.	This	requires	taking	a	quick	step	back	and	evaluating	where	the	organization	is	headed	in	terms	of	human	capital	management.	For	a	structured	approach	to	reviewing	and	optimizing	your	HR
processes,	download	our	HR	Audit	for	People	Processes	Guide	&	Template	and	get	the	tools	you	need	to	focus	on	what	truly	matters.	ContentsWhat	is	an	HR	audit?Why	conduct	an	HR	audit?When	should	you	conduct	an	HR	audit?Types	of	HR	auditHR	audit	template	&	guide7	steps	for	an	effective	HR	audit	process	An	HR	audit	reviews	the	human
resource	processes	and	policies	to	identify	areas	that	may	need	improvement	and	what	areas	are	performing	well.	Organizations	can	use	an	HR	audit	to	ensure	compliance	and	align	HR	programs	with	business	objectives.	They’re	making	sure	that	these	processes	truly	contribute	to	organizational	performance.	A	human	resource	audit	is	akin	to	an
internal	process	audit.	Simply	put,	it’s	like	giving	your	human	resource	department	a	report	card	of	how	effective	it	is.	Running	an	audit	of	your	HR	department	also	catches	areas	of	non-compliance	to	reduce	the	risk	for	the	business.	Essentially,	an	HR	audit	is	an	opportunity	to	tighten	up	processes	so	that	aspects	like	recruitment,	retention,
onboarding,	training,	salary	and	compensation,	payroll,	and	performance	management	all	get	the	attention	they	need.	It	might	seem	like	a	lot	of	work.	After	all,	don’t	you	already	have	a	lot	on	your	plate	trying	to	recruit	and	retain	employees	and	then	making	sure	they	perform?	However,	continuously	improving	your	HR	processes	helps	you	ensure
not	only	that	they	are	compliant	with	laws	and	regulations	but	also	that	they	help	your	workforce	and	your	organization	become	more	successful.	Based	on	an	image	from	Dutch	Modern	Academy.	The	goals	of	an	HR	audit	are	manifold.	While	not	mandatory,	every	area	of	HR	that	is	reviewed	benefits	from	having	made	this	effort.	According	to	Mark	S.
Floyd,	partner	with	the	Cleveland	law	firm	Walter	and	Haverfield,	“Audits	examine	the	effectiveness	of	the	HR	department’s	current	policies,	procedures,	and	systems	as	they	relate	to	the	latest	changes	and	developments	in	labor	and	employment	law.”	Moreover,	he	adds,	“senior	leadership	relies	heavily	on	[the	HR]	department	to	ensure	that	the
company’s	overall	business	strategy	is	consistent	with	the	many	complex	laws	and	regulations	that	govern	the	workplace	environment.”	Not	convinced	yet?	Here	are	some	reasons	why	HR	audits	should	be	a	priority	at	your	organization.	A	thorough	HR	audit:	Improves	processes	and	policies	that	impact	employees.	An	HR	audit	is	a	chance	to	improve
areas	of	your	processes	and	policies	that	have	the	biggest	impact	on	employees.	This	empowers	workers,	helps	retain	them,	and	ultimately	makes	for	a	stronger	company.	Ensures	corporate	compliance.	Never	take	for	granted	that	your	policies	are	compliant	with	all	the	laws.	There	are	new	employment	laws	and	changes	to	the	laws	occurring	all	the
time.	In	order	to	get	and	remain	compliant	and	avoid	unwanted	lawsuits,	you	must	be	ahead	of	the	game	with	HR	compliance	audits	that	identify	any	potential	risk	areas.	Makes	HR	data	meaningful	and	strategic.	Put	all	that	HR	data	to	good	use	by	connecting	it	with	the	reality	of	your	HR	policies	and	procedures.	Helps	prevents	adverse	impact	in
employment	practices.	You	can	mitigate	problems	with	disparate	impact	on	candidates	in	recruitment,	and	on	candidates	in	salary	and	compensation,	succession	planning,	and	generally,	throughout	the	employee	lifecycle,	by	doing	audits.	Creates	equitable	and	fair	compensation.	During	your	financial	audits	and	compensation	analysis,	it	can	also	be	a
good	practice	to	audit	how	equitable	and	competitive	your	salary	and	compensation	packages	are.	This	can	support	recruitment	and	retention	efforts	and	also	avoid	complaints.	Identifies	inefficiencies	in	systems	and	practices.	At	the	very	least,	HR	audits	can	help	to	discover	any	practices	or	systems	that	are	not	efficient.	Redundant	tasks	or	processes
that	are	too	lengthy	can	cause	mistakes	to	happen.	Don’t	wait	for	issues	to	come	up	before	you	conduct	an	HR	audit.	Taking	a	proactive	approach	is	always	better	than	a	reactive	one.	Lauren	Brown,	aPHR,	a	contributor	to	the	Bernard	Health	blog,	shares,	“The	best	time	of	year	to	conduct	an	audit	will	depend	on	the	organization’s	needs	and	schedule.
A	slower	time	of	year	might	be	more	productive	than	the	organization’s	busy	season.	Likewise,	the	end	or	beginning	of	the	year	can	help	an	organization	benchmark	improvements	year	over	year.”	Choose	the	time	of	year	that	is	most	convenient	for	your	organization	and	workload.	There	are	multiple	types	of	HR	audit	you	may	conduct,	each	focusing
on	a	specific	area	of	the	organization’s	human	capital.	You	can	choose	to	run	the	audit	by	creating	a	committee	of	internal	HR	professionals	(checking	an	area	they	don’t	usually	handle),	or	you	may	decide	to	utilize	a	third-party	HR	audit	service.	You	can	choose	to	conduct	a	general	HR	audit	which	allows	you	to	assess	which	people	processes	at	your
organization	need	immediate	attention.	Download	your	HR	audit	template	here.	Depending	on	your	organization’s	needs,	you	might	want	to	go	more	granular.	Here	are	the	various	types	of	HR	audit	you	will	want	to	conduct:	Records	auditI-9	auditAudit	aimed	at	ensuring	ongoing	compliance	with	employer	sanction	provisions	of	the	Immigration	and
Nationality	Act	(INA).Employee	filesAre	your	employee	files	in	a	locked	and	secure	location,	and	digital	personnel	files	encrypted	and	secure?Payroll	recordsDo	you	maintain	detailed	payroll	records	and	who	has	access	to	them?Records	retentionHow	long	are	you	storing	employee	records	and	are	you	adhering	to	the	rules	for	records	retention?	HR
functions	auditRecruitment	and	hiring	Do	you	maintain	records	of	recruitment	efforts,	from	advertisements	to	interviews	and	hiring	practices?	Do	you	meet	Affirmative	Action	requirements?Onboarding	practicesHow	new	employees	are	onboarded	matters.	What	kind	of	structure	does	your	onboarding	program	have?	Do	you	get	feedback	from	your
new	hires?Compensation	and	salaryMake	sure	your	compensation	and	salary	is	competitive,	and	ensure	different	groups	of	employees	are	paid	the	same	wages	for	equivalent	jobs.	Also	determine	if	you	are	classifying	employees	correctly	as	salaried/hourly,	full-time	employees,	part-time	workers,	or	independent	contractors.Performance	and



trainingHow	do	you	conduct	performance	evaluations	and	what	kind	of	training	support	is	offered?	Legal	compliance	auditEEOCDo	you	adhere	to	EEOC	guidelines?	Are	there	any	potential	violations?Fair	Labor	Standards	Act	(FLSA)Do	you	comply	with	FLSA,	minimum	wage	laws?Family	and	Medical	Leave	Act	(FMLA)What	is	your	process	for
reviewing,	approving,	and	monitoring	FMLA	requested	leaves?Americans	with	Disabilities	Act	(ADA)Do	you	offer	opportunities	to	workers	with	disability	in	accordance	with	ADA?Benefits	Do	you	offer	access	to	affordable	healthcare	benefit	packages	if	required?	How	do	you	manage	COBRA?	Policies	auditProgressive	disciplineIs	your	disciplinary
process	clear,	consistent,	and	in	writing?Termination	policyIs	your	termination	policy	in	line	with	state	at-will	employment	laws?PTO	policyDo	you	offer	paid	time	off	to	all	your	eligible	workers?	Safety	auditOSHA	hazardsDo	you	maintain	an	OSHA	log?	Do	you	take	steps	to	maintain	a	safe	workplace,	including	training?MSDS	Is	your	workplace
equipped	with	an	MSDS	book	and	do	employees	know	where	to	find	it?PPEDo	you	provide	adequate	personal	protective	equipment,	including	uniforms	as	needed?	An	HR	audit	helps	you	assess	your	people	processes	to	spot	strengths	and	areas	for	improvement.	This	HR	Audit	for	People	Processes	Guide	&	Template,	available	for	download	in	both
PDF	and	PPTX	formats,	makes	it	easy	to	review	key	areas	like	recruitment,	onboarding,	and	compliance.	Simply	follow	the	guide,	fill	in	your	audit	details,	and	get	a	clear	overview	of	where	your	HR	practices	stand.	DOWNLOAD	HR	AUDIT	TEMPLATE	&	GUIDE	Wondering	how	to	conduct	an	HR	audit?	Here	is	a	handy	HR	audit	checklist	to	get	you
started:	As	we’ve	mentioned	above,	there	are	many	different	types	of	HR	audits	that	you	can	focus	on.	For	this	purpose,	however,	you	will	want	to	clearly	specify	the	audit	goals	for	your	organization.	Don’t	try	to	do	everything	at	once.	Set	a	timeline	for	completion.	Check	out	our	detailed	HR	Audit	Guide	with	a	downloadable	HR	audit	template	to
make	your	auditing	process	easier.	The	only	way	to	make	a	lasting	change	that	will	positively	impact	your	organization	is	to	ensure	that	you	get	your	executive	management	team	on	board.	You	will	need	their	support,	especially	if	you	request	to	hire	a	third	party	to	conduct	the	audit.	Will	you	attempt	to	do	the	audit	yourself,	or	will	you	hire	outside	the
organization?	Decide	who	is	responsible	for	what	tasks	if	it	is	a	joint	effort.	Set	expectations	for	your	evaluation	from	the	beginning.	Initially,	you	will	need	to	collect	all	the	relevant	data	that	has	to	do	with	what	you	are	auditing.	For	example,	you	can	use	data	from	your	ATS	if	you	are	auditing	your	recruitment	processes.	Make	sure	you	have
permission	to	use	the	data.	Take	the	time	to	organize	and	analyze	the	information	that	you	have	discovered.	Try	to	identify	any	potential	issues	and	opportunities	for	improvement.	For	example,	you	may	prevent	future	injuries	by	increasing	how	often	the	company	orders	PPE	for	workers.	First,	prioritize	the	most	problematic	areas,	for	example,	those
that	could	get	your	organization	into	the	most	legal	trouble.	Then	work	your	way	down	your	list	of	priorities	to	improve	processes	and	policies	that	are	weak	and	need	improvement.	Employees	will	be	interested	to	know	about	the	changes	and	improvements	that	you’re	making	to	HR	processes.	Find	ways	to	communicate	these	changes	to	them	and
ask	managers	to	update	employees.	Sure,	any	HR	audit	can	be	a	complex	process	that	can	also	be	time	and	resource-intensive.	However,	the	benefits	far	outweigh	the	effort.	You	can	redesign	your	company’s	processes	and	systems	that	can	support	business	objectives	and	goals.	In	the	fast-paced	world	of	business,	staying	compliant	with	ever-evolving
HR	regulations	is	crucial.	Failure	to	adhere	to	these	standards	can	result	in	hefty	fines,	legal	issues,	and	damage	to	your	company’s	reputation.	Conducting	regular	HR	compliance	audits	is	a	proactive	approach	to	ensure	that	your	business	stays	on	the	right	side	of	the	law.	In	this	guide,	we’ll	walk	you	through	the	steps	to	conduct	a	comprehensive	HR
compliance	audit	for	your	organization.		Understanding	the	Importance	of	HR	Compliance	Audits		Before	diving	into	the	process,	it’s	essential	to	understand	why	HR	compliance	audits	are	necessary.	These	audits	help	identify	areas	of	non-compliance	within	your	organization’s	HR	practices,	policies,	and	procedures.	By	pinpointing	potential	issues
early	on,	you	can	take	corrective	action	to	mitigate	risks	and	ensure	adherence	to	legal	requirements.		Define	Audit	Objectives	and	Scope		The	first	step	in	conducting	an	HR	compliance	audit	is	to	define	clear	objectives	and	scope.	Determine	what	specific	areas	of	HR	compliance	you’ll	be	evaluating,	such	as	employment	law,	workplace	safety,	or	data
privacy	regulations.	Establishing	clear	objectives	will	guide	the	audit	process	and	ensure	that	no	critical	areas	are	overlooked.		Review	Applicable	Laws	and	Regulations		Next,	familiarize	yourself	with	the	relevant	laws	and	regulations	that	govern	HR	practices	in	your	industry	and	location.	This	may	include	federal,	state,	and	local	laws	related	to
employment,	discrimination,	wages,	benefits,	and	more.	Stay	updated	on	any	recent	changes	or	updates	to	ensure	that	your	audit	remains	current	and	thorough.		Assess	Current	HR	Policies	and	Procedures		Once	you	have	a	clear	understanding	of	the	legal	requirements,	assess	your	organization’s	current	HR	policies	and	procedures.	Review	employee
handbooks,	job	descriptions,	hiring	practices,	performance	evaluations,	and	disciplinary	procedures	to	identify	any	gaps	or	areas	of	non-compliance.		Gather	Documentation	and	Data		Collect	relevant	documentation	and	data	to	support	your	audit	findings.	This	may	include	employment	records,	payroll	information,	training	records,	safety	inspection
reports,	and	any	other	documentation	related	to	HR	practices.	Organize	these	documents	systematically	to	facilitate	the	audit	process.		Conduct	Interviews	and	Surveys		Engage	with	key	stakeholders	within	your	organization	through	interviews	and	surveys	to	gain	insights	into	HR	practices	from	different	perspectives.	Speak	with	HR	personnel,
department	managers,	and	employees	to	gather	feedback	on	existing	processes	and	identify	areas	for	improvement.		Analyze	Findings	and	Identify	Areas	for	Improvement		Once	you’ve	gathered	all	necessary	information,	analyze	your	findings	to	identify	areas	of	non-compliance	and	areas	for	improvement.	Pay	close	attention	to	any	recurring	issues	or
patterns	that	may	indicate	systemic	problems	within	your	organization’s	HR	practices.		Develop	an	Action	Plan		Based	on	your	audit	findings,	develop	a	comprehensive	action	plan	to	address	identified	deficiencies	and	ensure	future	compliance.	Prioritize	corrective	actions	based	on	severity	and	potential	impact,	and	establish	clear	timelines	and
responsibilities	for	implementation.		Implement	Changes	and	Monitor	Progress		Implement	the	necessary	changes	and	updates	to	HR	policies,	procedures,	and	practices	as	outlined	in	your	action	plan.	Monitor	progress	closely	to	ensure	that	corrective	actions	are	effective	and	that	your	organization	remains	compliant	with	applicable	laws	and
regulations.		Conclusion		Conducting	a	comprehensive	HR	compliance	audit	is	an	essential	aspect	of	running	a	compliant	and	ethical	business.	By	following	the	steps	outlined	in	this	guide,	you	can	identify	potential	areas	of	risk,	address	deficiencies,	and	strengthen	your	organization’s	HR	practices.	Remember	that	compliance	is	an	ongoing	process,
and	regular	audits	are	necessary	to	ensure	continued	adherence	to	legal	requirements	and	best	practices.	In	today’s	dynamic	business	environment,	organizations	face	multifaceted	challenges	ranging	from	regulatory	compliance	to	talent	management.	Human	resources	(HR)	serve	as	the	backbone	of	any	organization,	driving	its	success	by	managing
the	most	valuable	asset—its	people.	However,	ensuring	HR	practices	align	with	organizational	goals	and	comply	with	legal	standards	is	paramount.	This	is	where	HR	audits	come	into	play.	In	this	comprehensive	guide,	we	will	delve	into	the	meaning,	importance,	types,	process,	and	benefits	of	HR	audits,	illuminating	their	significance	in	enhancing
organizational	effectiveness.	Let	us	help	you:	An	HR	audit	is	a	systematic	evaluation	of	an	organization’s	HR	policies,	practices,	procedures,	and	strategies	to	assess	their	effectiveness,	legal	compliance,	and	alignment	with	organizational	objectives.	It	involves	a	thorough	review	of	HR	functions,	including	recruitment,	training,	compensation,
performance	management,	employee	relations,	and	regulatory	compliance.	The	primary	aim	of	an	HR	audit	is	to	identify	areas	of	improvement,	mitigate	risks,	and	ensure	HR	practices	contribute	to	organizational	success.	Importance	of	HR	Audit:	The	significance	of	HR	audits	lies	in	their	ability	to	streamline	HR	processes,	mitigate	risks,	and	foster
organizational	growth.	Here’s	why	HR	audits	are	essential:	1.	Compliance	Assurance:	HR	audits	help	ensure	that	the	organization	is	compliant	with	labor	laws,	regulations,	and	industry	standards.	This	includes	adherence	to	employment	contracts,	workplace	safety	regulations,	anti-discrimination	laws,	and	other	legal	requirements.	By	identifying
areas	of	non-compliance,	the	organization	can	take	corrective	action	to	mitigate	legal	risks	and	avoid	penalties.	2.	Risk	Management:		Conducting	regular	HR	audits	allows	organizations	to	identify	potential	risks	and	liabilities	related	to	employee	relations,	compensation,	benefits,	and	other	HR	functions.	By	proactively	addressing	these	risks,	such	as
issues	related	to	employee	turnover,	harassment,	or	inadequate	training,	organizations	can	minimize	disruptions	and	protect	their	reputation.	3.	Operational	Efficiency:		HR	audits	assess	the	effectiveness	and	efficiency	of	HR	processes	and	systems,	including	recruitment,	onboarding,	performance	management,	and	training.	By	identifying	areas	of
inefficiency	or	duplication	of	efforts,	organizations	can	streamline	their	HR	operations,	reduce	costs,	and	improve	overall	productivity.	4.	Talent	Management:		An	HR	audit	helps	organizations	evaluate	their	talent	management	practices,	including	recruitment,	retention,	succession	planning,	and	employee	development.	By	identifying	strengths	and
weaknesses	in	these	areas,	organizations	can	implement	strategies	to	attract	and	retain	top	talent,	develop	future	leaders,	and	ensure	a	skilled	workforce	to	meet	business	objectives.	5.	Employee	Engagement	and	Satisfaction:		Through	surveys,	interviews,	and	focus	groups,	HR	audits	assess	employee	satisfaction,	engagement,	and	morale.	By
understanding	employees’	needs	and	concerns,	organizations	can	create	a	supportive	work	environment,	improve	communication,	and	enhance	employee	engagement,	leading	to	higher	productivity	and	reduced	turnover.	6.	Data	Integrity	and	Security:		HR	audits	evaluate	the	accuracy,	confidentiality,	and	security	of	employee	data	and	HR
information	systems.	Ensuring	data	integrity	and	security	is	essential	for	protecting	sensitive	employee	information,	complying	with	data	protection	regulations,	and	maintaining	trust	with	employees.	7.	Strategic	Alignment:		HR	audits	help	align	HR	practices	with	the	organization’s	strategic	goals	and	objectives.	By	assessing	HR	functions	in	the
context	of	the	organization’s	mission,	vision,	and	values,	HR	leaders	can	develop	strategies	to	support	business	growth,	innovation,	and	long-term	sustainability.	Types	of	HR	Audits:	HR	audits	can	be	categorized	into	various	types	based	on	their	focus,	scope,	and	objectives.	Some	common	types	of	HR	audits	include:	1.	Compliance	Audits:		These
audits	focus	on	ensuring	that	HR	policies	and	practices	comply	with	federal,	state,	and	local	employment	laws	and	regulations.	This	includes	areas	such	as	equal	employment	opportunity	(EEO),	Fair	Labor	Standards	Act	(FLSA)	compliance,	Occupational	Safety	and	Health	Administration	(OSHA)	regulations,	and	other	relevant	laws.	2.	Policy	and
Procedure	Audits:		This	type	of	audit	evaluates	the	effectiveness	and	consistency	of	HR	policies	and	procedures	across	the	organization.	It	examines	areas	such	as	employee	handbooks,	hiring	processes,	performance	management,	disciplinary	procedures,	and	termination	practices	to	ensure	alignment	with	organizational	goals	and	legal	requirements.
3.	Recruitment	and	Selection	Audits:		These	audits	assess	the	effectiveness	of	the	organization’s	recruitment	and	selection	processes.	They	evaluate	recruitment	strategies,	job	postings,	applicant	tracking	systems,	interviewing	techniques,	background	checks,	and	hiring	decisions	to	identify	areas	for	improvement	in	attracting	and	selecting	qualified
candidates.	4.	Training	and	Development	Audits:		This	audit	focuses	on	assessing	the	organization’s	training	and	development	programs.	It	examines	training	needs	assessments,	training	delivery	methods,	content	relevance,	training	evaluation	processes,	and	the	impact	of	training	on	employee	performance	and	development.	5.	Compensation	and
Benefits	Audits:		This	type	of	audit	examines	the	fairness,	competitiveness,	and	compliance	of	the	organization’s	compensation	and	benefits	practices.	It	includes	reviewing	salary	structures,	wage	and	hour	compliance,	incentive	programs,	benefits	offerings,	pay	equity,	and	adherence	to	regulatory	requirements	such	as	the	Affordable	Care	Act	(ACA).
6.	Employee	Relations	Audits:		Employee	relations	audits	evaluate	the	organization’s	practices	for	managing	employee	relations	issues	and	fostering	a	positive	work	environment.	This	includes	reviewing	grievance	procedures,	conflict	resolution	mechanisms,	employee	feedback	mechanisms,	communication	strategies,	and	efforts	to	promote	employee
engagement	and	morale.	7.	Data	Security	and	Privacy	Audits:		With	the	increasing	reliance	on	HRIS	(Human	Resource	Information	Systems)	and	employee	data,	audits	focusing	on	data	security	and	privacy	are	essential.	These	audits	assess	the	organization’s	data	protection	policies,	data	access	controls,	compliance	with	data	privacy	laws	such	as
GDPR	(General	Data	Protection	Regulation),	and	measures	to	safeguard	sensitive	employee	information.	8.	Succession	Planning	Audits:		Succession	planning	audits	evaluate	the	organization’s	readiness	to	fill	key	roles	and	leadership	positions	in	the	event	of	vacancies	or	succession	needs.	They	assess	the	effectiveness	of	succession	planning
processes,	talent	identification,	leadership	development	initiatives,	and	strategies	for	retaining	and	developing	top	talent.	9.	Workforce	Analytics	Audits:		Workforce	analytics	audits	focus	on	assessing	the	organization’s	ability	to	collect,	analyze,	and	utilize	HR	data	to	make	informed	decisions.	This	includes	evaluating	the	quality	of	HR	metrics	and
analytics,	data	accuracy,	reporting	capabilities,	and	the	integration	of	workforce	data	with	organizational	goals	and	strategies.	Process	of	Conducting	an	HR	Audit:	The	process	of	conducting	an	HR	audit	involves	several	key	steps	to	ensure	a	comprehensive	and	effective	evaluation	of	HR	practices.	Here’s	a	step-by-step	guide	to	conducting	an	HR
audit:	Establish	Objectives:	Define	the	objectives,	scope,	and	focus	areas	of	the	audit,	taking	into	account	organizational	goals,	regulatory	requirements,	and	areas	of	concern.	Gather	Information:	Collect	relevant	documents,	policies,	procedures,	and	data	related	to	HR	functions,	including	employee	handbooks,	job	descriptions,	performance
evaluations,	and	compliance	records.	Conduct	Interviews:	Interview	key	stakeholders,	including	HR	personnel,	department	heads,	and	employees,	to	gain	insights	into	HR	practices,	challenges,	and	areas	for	improvement.	Review	Documentation:	Thoroughly	review	HR	documentation	and	records	to	assess	compliance	with	legal	requirements,
consistency	of	policies,	and	effectiveness	of	procedures.	Analyze	Data:	Analyze	data	collected	during	the	audit,	including	turnover	rates,	training	metrics,	performance	evaluations,	and	employee	feedback,	to	identify	trends,	patterns,	and	areas	of	concern.	Identify	Gaps	and	Risks:	Identify	gaps,	weaknesses,	and	areas	of	non-compliance	in	HR
practices,	prioritizing	risks	based	on	severity	and	potential	impact	on	the	organization.	Develop	Action	Plan:	Develop	an	action	plan	outlining	recommendations	for	addressing	identified	gaps	and	risks,	including	policy	revisions,	process	improvements,	and	training	initiatives.	Implement	Recommendations:	Implement	the	action	plan,	taking	into
account	resource	constraints,	timelines,	and	stakeholder	buy-in,	to	improve	HR	practices	and	mitigate	risks.	Monitor	and	Evaluate:	Continuously	monitor	and	evaluate	the	effectiveness	of	implemented	changes,	gathering	feedback	from	stakeholders	and	adjusting	strategies	as	needed	to	achieve	desired	outcomes.	Repeat	Process:	Periodically	repeat
the	HR	audit	process	to	ensure	ongoing	compliance,	identify	emerging	risks,	and	drive	continuous	improvement	in	HR	practices.	Benefits	of	HR	Audit:	HR	audits	offer	a	wide	range	of	benefits	to	organizations,	contributing	to	their	long-term	success	and	sustainability.	Some	key	benefits	of	HR	audits	include:	Enhanced	Compliance:	By	ensuring
adherence	to	legal	requirements	and	industry	standards,	HR	audits	minimize	the	risk	of	legal	liabilities,	fines,	and	penalties.	Improved	Risk	Management:	Identifying	and	addressing	gaps	in	HR	practices	help	mitigate	risks	related	to	employee	lawsuits,	discrimination	claims,	and	regulatory	non-compliance.	Increased	Efficiency:	Streamlining	HR
processes	and	workflows	based	on	audit	findings	improve	operational	efficiency,	saving	time	and	resources.	Strategic	Alignment:	Aligning	HR	practices	with	organizational	goals	enhances	strategic	focus,	driving	performance,	and	competitiveness.	Talent	Optimization:	Optimizing	recruitment,	training,	and	performance	management	practices	help
attract,	develop,	and	retain	top	talent,	improving	overall	productivity	and	morale.	Better	Employee	Relations:	Addressing	employee	concerns	and	improving	communication	channels	foster	a	positive	work	environment,	enhancing	employee	satisfaction	and	engagement.	Cost	Savings:	By	identifying	inefficiencies	and	eliminating	unnecessary	costs,	HR
audits	help	organizations	save	money	and	allocate	resources	more	effectively.	Competitive	Advantage:	Implementing	best	practices	identified	through	HR	audits	gives	organizations	a	competitive	edge	in	attracting	and	retaining	talent,	as	well	as	in	meeting	customer	and	stakeholder	expectations.	Conclusion:	In	conclusion,	HR	audits	play	a	vital	role	in
enhancing	organizational	effectiveness,	mitigating	risks,	and	driving	continuous	improvement	in	HR	practices.	By	systematically	evaluating	HR	policies,	processes,	and	procedures,	organizations	can	ensure	compliance	with	legal	requirements,	optimize	talent	management	strategies,	and	align	HR	practices	with	strategic	objectives.	Moreover,	HR
audits	provide	valuable	insights	into	organizational	culture,	employee	engagement,	and	workplace	dynamics,	enabling	organizations	to	foster	a	positive	work	environment	and	achieve	long-term	success.	Therefore,	investing	in	HR	audits	is	not	only	a	prudent	decision	but	also	a	strategic	imperative	for	organizations	seeking	to	thrive	in	today’s
competitive	landscape.	Is	your	team	conducting	regular	HR	audits?	Ineffective	HR	processes,	systems,	and	policies	can	hurt	your	business.	If	these	factors	are	not	continually	monitored,	a	business	can	find	itself	on	the	wrong	side	of	employment	laws.	Like,	facing	stiff	penalties	for	not	having	an	employee	safety	program.	Conducting	an	HR	audit	helps
ensure	you	are	setting	your	employees	and	your	business	up	for	long-term	success	and	compliance.	Maybe	it’s	been	so	long	since	you’ve	participated	in	an	HR	audit	that	you’ve	forgotten	how	beneficial	this	can	be	for	your	organization.	Especially	as	we	round	the	corner	in	a	post-pandemic	world,	a	lot	of	things	can	change	quickly	in	a	business	with	its
people.	This	requires	taking	a	quick	step	back	and	evaluating	where	the	organization	is	headed	in	terms	of	human	capital	management.	For	a	structured	approach	to	reviewing	and	optimizing	your	HR	processes,	download	our	HR	Audit	for	People	Processes	Guide	&	Template	and	get	the	tools	you	need	to	focus	on	what	truly	matters.	ContentsWhat	is
an	HR	audit?Why	conduct	an	HR	audit?When	should	you	conduct	an	HR	audit?Types	of	HR	auditHR	audit	template	&	guide7	steps	for	an	effective	HR	audit	process	An	HR	audit	reviews	the	human	resource	processes	and	policies	to	identify	areas	that	may	need	improvement	and	what	areas	are	performing	well.	Organizations	can	use	an	HR	audit	to
ensure	compliance	and	align	HR	programs	with	business	objectives.	They’re	making	sure	that	these	processes	truly	contribute	to	organizational	performance.	A	human	resource	audit	is	akin	to	an	internal	process	audit.	Simply	put,	it’s	like	giving	your	human	resource	department	a	report	card	of	how	effective	it	is.	Running	an	audit	of	your	HR
department	also	catches	areas	of	non-compliance	to	reduce	the	risk	for	the	business.	Essentially,	an	HR	audit	is	an	opportunity	to	tighten	up	processes	so	that	aspects	like	recruitment,	retention,	onboarding,	training,	salary	and	compensation,	payroll,	and	performance	management	all	get	the	attention	they	need.	It	might	seem	like	a	lot	of	work.	After
all,	don’t	you	already	have	a	lot	on	your	plate	trying	to	recruit	and	retain	employees	and	then	making	sure	they	perform?	However,	continuously	improving	your	HR	processes	helps	you	ensure	not	only	that	they	are	compliant	with	laws	and	regulations	but	also	that	they	help	your	workforce	and	your	organization	become	more	successful.	Based	on	an
image	from	Dutch	Modern	Academy.	The	goals	of	an	HR	audit	are	manifold.	While	not	mandatory,	every	area	of	HR	that	is	reviewed	benefits	from	having	made	this	effort.	According	to	Mark	S.	Floyd,	partner	with	the	Cleveland	law	firm	Walter	and	Haverfield,	“Audits	examine	the	effectiveness	of	the	HR	department’s	current	policies,	procedures,	and
systems	as	they	relate	to	the	latest	changes	and	developments	in	labor	and	employment	law.”	Moreover,	he	adds,	“senior	leadership	relies	heavily	on	[the	HR]	department	to	ensure	that	the	company’s	overall	business	strategy	is	consistent	with	the	many	complex	laws	and	regulations	that	govern	the	workplace	environment.”	Not	convinced	yet?	Here
are	some	reasons	why	HR	audits	should	be	a	priority	at	your	organization.	A	thorough	HR	audit:	Improves	processes	and	policies	that	impact	employees.	An	HR	audit	is	a	chance	to	improve	areas	of	your	processes	and	policies	that	have	the	biggest	impact	on	employees.	This	empowers	workers,	helps	retain	them,	and	ultimately	makes	for	a	stronger
company.	Ensures	corporate	compliance.	Never	take	for	granted	that	your	policies	are	compliant	with	all	the	laws.	There	are	new	employment	laws	and	changes	to	the	laws	occurring	all	the	time.	In	order	to	get	and	remain	compliant	and	avoid	unwanted	lawsuits,	you	must	be	ahead	of	the	game	with	HR	compliance	audits	that	identify	any	potential
risk	areas.	Makes	HR	data	meaningful	and	strategic.	Put	all	that	HR	data	to	good	use	by	connecting	it	with	the	reality	of	your	HR	policies	and	procedures.	Helps	prevents	adverse	impact	in	employment	practices.	You	can	mitigate	problems	with	disparate	impact	on	candidates	in	recruitment,	and	on	candidates	in	salary	and	compensation,	succession
planning,	and	generally,	throughout	the	employee	lifecycle,	by	doing	audits.	Creates	equitable	and	fair	compensation.	During	your	financial	audits	and	compensation	analysis,	it	can	also	be	a	good	practice	to	audit	how	equitable	and	competitive	your	salary	and	compensation	packages	are.	This	can	support	recruitment	and	retention	efforts	and	also
avoid	complaints.	Identifies	inefficiencies	in	systems	and	practices.	At	the	very	least,	HR	audits	can	help	to	discover	any	practices	or	systems	that	are	not	efficient.	Redundant	tasks	or	processes	that	are	too	lengthy	can	cause	mistakes	to	happen.	Don’t	wait	for	issues	to	come	up	before	you	conduct	an	HR	audit.	Taking	a	proactive	approach	is	always
better	than	a	reactive	one.	Lauren	Brown,	aPHR,	a	contributor	to	the	Bernard	Health	blog,	shares,	“The	best	time	of	year	to	conduct	an	audit	will	depend	on	the	organization’s	needs	and	schedule.	A	slower	time	of	year	might	be	more	productive	than	the	organization’s	busy	season.	Likewise,	the	end	or	beginning	of	the	year	can	help	an	organization
benchmark	improvements	year	over	year.”	Choose	the	time	of	year	that	is	most	convenient	for	your	organization	and	workload.	There	are	multiple	types	of	HR	audit	you	may	conduct,	each	focusing	on	a	specific	area	of	the	organization’s	human	capital.	You	can	choose	to	run	the	audit	by	creating	a	committee	of	internal	HR	professionals	(checking	an
area	they	don’t	usually	handle),	or	you	may	decide	to	utilize	a	third-party	HR	audit	service.	You	can	choose	to	conduct	a	general	HR	audit	which	allows	you	to	assess	which	people	processes	at	your	organization	need	immediate	attention.	Download	your	HR	audit	template	here.	Depending	on	your	organization’s	needs,	you	might	want	to	go	more
granular.	Here	are	the	various	types	of	HR	audit	you	will	want	to	conduct:	Records	auditI-9	auditAudit	aimed	at	ensuring	ongoing	compliance	with	employer	sanction	provisions	of	the	Immigration	and	Nationality	Act	(INA).Employee	filesAre	your	employee	files	in	a	locked	and	secure	location,	and	digital	personnel	files	encrypted	and	secure?Payroll
recordsDo	you	maintain	detailed	payroll	records	and	who	has	access	to	them?Records	retentionHow	long	are	you	storing	employee	records	and	are	you	adhering	to	the	rules	for	records	retention?	HR	functions	auditRecruitment	and	hiring	Do	you	maintain	records	of	recruitment	efforts,	from	advertisements	to	interviews	and	hiring	practices?	Do	you
meet	Affirmative	Action	requirements?Onboarding	practicesHow	new	employees	are	onboarded	matters.	What	kind	of	structure	does	your	onboarding	program	have?	Do	you	get	feedback	from	your	new	hires?Compensation	and	salaryMake	sure	your	compensation	and	salary	is	competitive,	and	ensure	different	groups	of	employees	are	paid	the	same
wages	for	equivalent	jobs.	Also	determine	if	you	are	classifying	employees	correctly	as	salaried/hourly,	full-time	employees,	part-time	workers,	or	independent	contractors.Performance	and	trainingHow	do	you	conduct	performance	evaluations	and	what	kind	of	training	support	is	offered?	Legal	compliance	auditEEOCDo	you	adhere	to	EEOC
guidelines?	Are	there	any	potential	violations?Fair	Labor	Standards	Act	(FLSA)Do	you	comply	with	FLSA,	minimum	wage	laws?Family	and	Medical	Leave	Act	(FMLA)What	is	your	process	for	reviewing,	approving,	and	monitoring	FMLA	requested	leaves?Americans	with	Disabilities	Act	(ADA)Do	you	offer	opportunities	to	workers	with	disability	in
accordance	with	ADA?Benefits	Do	you	offer	access	to	affordable	healthcare	benefit	packages	if	required?	How	do	you	manage	COBRA?	Policies	auditProgressive	disciplineIs	your	disciplinary	process	clear,	consistent,	and	in	writing?Termination	policyIs	your	termination	policy	in	line	with	state	at-will	employment	laws?PTO	policyDo	you	offer	paid
time	off	to	all	your	eligible	workers?	Safety	auditOSHA	hazardsDo	you	maintain	an	OSHA	log?	Do	you	take	steps	to	maintain	a	safe	workplace,	including	training?MSDS	Is	your	workplace	equipped	with	an	MSDS	book	and	do	employees	know	where	to	find	it?PPEDo	you	provide	adequate	personal	protective	equipment,	including	uniforms	as	needed?
An	HR	audit	helps	you	assess	your	people	processes	to	spot	strengths	and	areas	for	improvement.	This	HR	Audit	for	People	Processes	Guide	&	Template,	available	for	download	in	both	PDF	and	PPTX	formats,	makes	it	easy	to	review	key	areas	like	recruitment,	onboarding,	and	compliance.	Simply	follow	the	guide,	fill	in	your	audit	details,	and	get	a
clear	overview	of	where	your	HR	practices	stand.	DOWNLOAD	HR	AUDIT	TEMPLATE	&	GUIDE	Wondering	how	to	conduct	an	HR	audit?	Here	is	a	handy	HR	audit	checklist	to	get	you	started:	As	we’ve	mentioned	above,	there	are	many	different	types	of	HR	audits	that	you	can	focus	on.	For	this	purpose,	however,	you	will	want	to	clearly	specify	the
audit	goals	for	your	organization.	Don’t	try	to	do	everything	at	once.	Set	a	timeline	for	completion.	Check	out	our	detailed	HR	Audit	Guide	with	a	downloadable	HR	audit	template	to	make	your	auditing	process	easier.	The	only	way	to	make	a	lasting	change	that	will	positively	impact	your	organization	is	to	ensure	that	you	get	your	executive
management	team	on	board.	You	will	need	their	support,	especially	if	you	request	to	hire	a	third	party	to	conduct	the	audit.	Will	you	attempt	to	do	the	audit	yourself,	or	will	you	hire	outside	the	organization?	Decide	who	is	responsible	for	what	tasks	if	it	is	a	joint	effort.	Set	expectations	for	your	evaluation	from	the	beginning.	Initially,	you	will	need	to
collect	all	the	relevant	data	that	has	to	do	with	what	you	are	auditing.	For	example,	you	can	use	data	from	your	ATS	if	you	are	auditing	your	recruitment	processes.	Make	sure	you	have	permission	to	use	the	data.	Take	the	time	to	organize	and	analyze	the	information	that	you	have	discovered.	Try	to	identify	any	potential	issues	and	opportunities	for
improvement.	For	example,	you	may	prevent	future	injuries	by	increasing	how	often	the	company	orders	PPE	for	workers.	First,	prioritize	the	most	problematic	areas,	for	example,	those	that	could	get	your	organization	into	the	most	legal	trouble.	Then	work	your	way	down	your	list	of	priorities	to	improve	processes	and	policies	that	are	weak	and
need	improvement.	Employees	will	be	interested	to	know	about	the	changes	and	improvements	that	you’re	making	to	HR	processes.	Find	ways	to	communicate	these	changes	to	them	and	ask	managers	to	update	employees.	Sure,	any	HR	audit	can	be	a	complex	process	that	can	also	be	time	and	resource-intensive.	However,	the	benefits	far	outweigh
the	effort.	You	can	redesign	your	company’s	processes	and	systems	that	can	support	business	objectives	and	goals.	Businesses	go	to	extreme	lengths	to	market	themselves,	whether	through	testing	new	products,	researching	competitors,	initiating	complete	rebranding,	or	improving	customer	service.	But	what	about	the	company’s	internal	health?	Are
your	employees	satisfied?	Is	the	organization’s	vision	keeping	up	with	the	times?	Is	the	company’s	data	safe	from	external	threats?	Are	the	company’s	policies	legally	compliant?.	The	answers	to	these	questions	can	be	found	through	different	types	of	HR	audits,	which	we	will	discuss	in	this	blog.	They	help	the	business	overcome	challenges,	avoid
risks,	and	capitalize	on	growth	opportunities.At	SkillDeck,	we	segment	the	broad	HR	audit	term	into	different	HR	audit	types.	Each	type	is	concerned	with	optimizing	specific	human	resource	policies,	regulations,	procedures,	strategies,	and	operations.HR	professionals	use	different	types	of	HR	audits,	like	compliance,	policy,	talent	management,	data
security,	and	strategic	audits,	to	create	a	thriving	work	culture,	driven	by	updated	information,	efficient	business	strategies,	and	positive	employee	morale.	Let	us	discuss	the	5	types	of	HR	Audits	in	the	following	section	What	Are	The	5	Types	Of	HR	Audits?A	visual	breakdown	of	the	five	key	types	of	HR	audits	used	to	assess	and	improve	HR	practices
in	organizations.1.	Compliance	Audit	Of	all	HR	audit	types	we	can	think	of,	compliance	audit	is	undoubtedly	the	most	important	one	there	is.	Why?	because	it	ensures	your	company	aligns	with	the	rules,	regulations,	and	policies	at	the	local,	state,	national,	and	international	levels.	This	audit	ensures	your	organisation	–Complies	with	workplace	safety
standards,	Provides	equal	employment	opportunities,	Follows	minimum	wage,	overtime	lawsPromotes	communication	transparencyHas	relevant	licences	and	permits	Follow	the	right	advertisement	protocols,	etc.Most	importantly,	compliance	HR	audits	align	HR	practices	and	policies	to	the	company’s	vision	and	industry	regulations.	It	is	the	best	way
to	find	areas	where	the	company	is	lacking	according	to	real-time	laws	and	competitors’	positions.2.	Policy	Audit	A	company	has	its	own	set	of	policies	and	procedures	about	Hiring	employeesRewarding	accomplishmentsConducting	disciplinary	actions	Terminating	employment	Performance	management	and	more	Which	have	to	be	aligned	with	the
company’s	end	goal	and	industry	regulations.	Policy	audits	provide	oversight	on	policy	effectiveness	and	future	scope	to	key	members	in	the	organization.	This	includes	answers	to	questions	about	why	the	policies	were	created,	how	they	are	helping	the	organization,	and	how	they	can	be	improved.	3.	Talent	Management	Audit	Talent	management	is
an	umbrella	term	for	recruitment	and	selection,	training	and	development,	succession,	employee	relations,	and	compensation	audits.	The	purpose	of	these	types	of	HR	audits	is	to	find	the	best	recruits	who	can	become	future	leaders	and	contribute	to	a	strong	company	culture.A.	Recruitment	And	Selection	AuditTalent	acquisition	specialists	and
recruiters	use	recruitment	and	selection	audits	to	find	gaps	in	the	company’s	hiring	strategies	and	scale	recruitment	of	the	best	talent	in	the	market.	During	recruitment	and	selection	audits,	experts	will	–Check	and	repurpose	employment	policiesLook	for	relevant	additions	to	job	descriptionsFind	faster	resume	screening	methodsEvaluate	the	need
for	technologies	(like	applicant	tracking	systems)Plan	job	advertisingBrainstorm,	faster	application	processing	strategiesDevise	interview	protocolsCalculate	hiring	costB.	Training	And	Development	AuditTraining	and	development	audits	evaluate	the	company’s	training	and	development	programs	on	parameters	like	–EffectivenessAlignment	with
business	goals	Compliance	with	industry	standardsPerformance	data	acquiring	capabilitiesYou	can	use	the	data	from	the	audits	to	determine	whether	the	current	procedures	are	effective	or	if	the	company	needs	new	training	and	development	programs	that	align	with	the	current	market	climate.	The	training	and	development	audits	also	determine
potential	returns	from	talent	investment	(employee	performance	and	organisational	productivity).C.	Succession	Planning	AuditIf	you	want	to	save	time	and	financial	resources,	then	you	need	to	repurpose	your	succession	programs.	This	enables	your	company	to	reward	high-achieving	employees	with	opportunities	to	secure	higher	positions	within	the
company	(instead	of	recruiting	new	candidates).	Succession	Planning	Audits	–Confirms	that	the	succession	programs	work	as	intendedHighlight	the	inclusion	of	vital	succession	parameters	for	faster	talent	identification	Bring	flexibility	to	the	company’s	ability	to	fill	vital	positionsEnsures	alignment	of	succession	programs	to	the	overall	company
visionD.	Employee	Engagement	AuditEmployee	engagement	audits	contain	steps	to	address	factors	responsible	for	employee	well-being	in	workspaces.	It	helps	HR	executives	understand	employees’	concerns	or	expectations.	For	instance,	if	staff	need	a	raise,	conflict	resolution,	paid	time	off,	etc.	Employee	engagement	audits	allow	the	organization	to
identify,	address,	and	treat	these	issues	through	transparent	communication	and	feedback	sharing	mechanisms.	This	results	in	higher	employee	morale,	retention	rate,	and	productivity.E.	Compensation	And	Benefit	AuditCompensation	and	benefits	audits	review	a	company’s	reward	system.	This	is	an	important	step	that	ensures	the	company’s
readiness	in	meeting	employee	expectations	as	per	industry	standards.	A	compensation	and	benefits	audit	is	a	detailed	process	concerned	withCompensation	fairnessCompliance	with	labor	laws	and	regulationsAnalysing	the	effectiveness	of	the	compensation	and	benefit	program	Managing	budget	Implementing	cost	reduction	strategies4.	Data
Security	AuditData	security	audits	are	one	of	the	most	frequently	conducted	HR	audit	types	in	HRM	because	of	their	importance	in	protecting	employee	and	company	information.	Data	security	audits	are	necessary	forMonitoring	personnel’s	access	to	company	servers	and	technologies	Encrypting	sensitive	dataUpdating	company	databases	with	new
information	Ensuring	the	effectiveness	of	current	cybersecurity	protocolsAnalysing	the	company’s	readiness	for	new	techComplying	with	new	data	security	laws	Ensuring	data	accuracyData	security	audit	uncovers	shortcomings	in	present	data,	security	policies,	and	their	potential	risks,	giving	concerned	parties	enough	time	to	put	together	protective
measures.	5.	Strategic	AuditWhile	a	Strategic	HR	audit	incorporates	key	elements	from	every	Audit	type	discussed	above,	it	also	addresses	areas	such	as	risk	management,	culture	development,	workforce	planning,	and	leadership.	HR	executives	conduct	this	audit	to	align	the	company’s	practices	with	long-term	goals.	This	audit	has	multiple
applications	in	analyzing	policy	impact	and	identifying	areas	for	improvement.	Many	businesses	report	an	increase	in	operational	output,	efficient	resource	utilization,	higher	employee	productivity,	and	lower	risks	after	a	strategic	HR	audit.All	these	types	of	HR	audits	help	you	make	data-driven	human	resource	decisions.Enrolling	in	SkillDeck’s
expert-led	HR	Audit	Program	will	give	you	first-hand	experience	of	all	types	of	HR	audits.	You	will	learn	to	use	them	to	uncover	compliance	gaps	and	data	security	issues,	optimize	in-house	operations,	and	boost	employee	contribution.	Have	you	ever	wondered	how	well	your	company's	human	resources	practices	align	with	its	goals	and	legal
requirements?	Whether	you're	an	employer	striving	to	create	a	supportive	workplace	culture	or	an	employee	seeking	fair	treatment	and	opportunities	for	growth,	the	HR	audit	process	can	provide	valuable	insights	and	drive	positive	change.	An	HR	audit	involves	a	comprehensive	review	of	HR	policies,	procedures,	and	practices	to	ensure	compliance,
efficiency,	and	alignment	with	organizational	objectives.In	this	guide,	we'll	explore	the	benefits	of	HR	audits	for	both	employers	and	employees,	the	key	areas	to	focus	on	during	the	audit	process,	and	practical	steps	for	conducting	and	implementing	audit	findings.	Whether	you're	looking	to	enhance	compliance,	improve	employee	satisfaction,	or
optimize	HR	operations,	this	guide	will	provide	you	with	the	knowledge	and	tools	you	need	to	succeed.	Let's	dive	in	and	unlock	the	potential	of	HR	audits	to	transform	your	organization	for	the	better.​What	is	an	HR	Audit?An	HR	audit	involves	a	comprehensive	review	and	assessment	of	an	organization's	HR	policies,	procedures,	practices,	and	systems
to	ensure	legal	compliance,	operational	efficiency,	and	alignment	with	strategic	objectives.	The	primary	purpose	of	an	HR	audit	is	to	identify	areas	of	strength	and	weakness	within	the	HR	function,	mitigate	risks,	and	drive	continuous	improvement.Importance	of	an	HR	AuditBoth	employers	and	employees	stand	to	benefit	significantly	from	the	HR
audit	process:	Employers:	HR	audits	enable	employers	to	identify	and	address	compliance	issues,	mitigate	legal	risks,	optimize	HR	processes,	and	enhance	organizational	performance.	By	ensuring	alignment	between	HR	practices	and	business	objectives,	audits	contribute	to	increased	efficiency,	productivity,	and	profitability.	Employees:	HR	audits
help	create	a	positive	work	environment	that	promotes	fairness,	transparency,	and	employee	satisfaction.	By	ensuring	compliance	with	labor	laws,	promoting	diversity	and	inclusion,	and	enhancing	employee	development	opportunities,	audits	contribute	to	a	supportive	workplace	culture	that	attracts,	retains,	and	motivates	top	talent.	Overview	of	HR
Audit	ProcessThe	HR	audit	process	typically	involves	the	following	steps:	Planning:	Define	the	objectives,	scope,	and	methodology	of	the	audit.	Identify	key	stakeholders,	resources,	and	timelines	for	the	audit.	Preparation:	Gather	necessary	documentation,	such	as	HR	policies,	procedures,	and	records,	for	review.	Establish	an	audit	team	and	assign
roles	and	responsibilities.	Execution:	Conduct	a	thorough	review	and	assessment	of	HR	practices,	policies,	and	procedures	using	a	combination	of	methods,	including	document	review,	interviews,	and	observation.	Analysis:	Analyze	findings	from	the	audit	to	identify	strengths,	weaknesses,	risks,	and	opportunities	for	improvement.	Prioritize	areas	for
action	based	on	their	impact	and	feasibility.	Implementation:	Develop	action	plans	to	address	identified	issues	and	implement	recommended	changes.	Assign	accountability,	establish	timelines,	and	communicate	changes	to	stakeholders.	Monitoring	and	Review:	Monitor	progress	and	review	outcomes	regularly	to	track	the	effectiveness	of	implemented
changes.	Measure	impact	on	HR	metrics,	make	adjustments	as	necessary,	and	communicate	progress	to	stakeholders.	By	following	this	systematic	approach,	organizations	can	derive	maximum	value	from	the	HR	audit	process,	driving	continuous	improvement	and	enhancing	HR	effectiveness	for	the	benefit	of	both	employers	and	employees.Benefits
of	HR	AuditConducting	an	HR	audit	offers	a	wide	range	of	benefits	for	organizations	of	all	sizes	and	industries.	Here	are	some	key	advantages:	Enhanced	Compliance:	HR	audits	help	ensure	compliance	with	federal,	state,	and	local	employment	laws	and	regulations,	minimizing	the	risk	of	costly	legal	penalties,	fines,	or	lawsuits.	Improved	Efficiency:
By	identifying	inefficiencies,	redundancies,	or	gaps	in	HR	processes	and	practices,	audits	enable	organizations	to	streamline	operations,	reduce	waste,	and	improve	overall	efficiency.	Risk	Mitigation:	HR	audits	identify	potential	risks	and	vulnerabilities	related	to	HR	management,	allowing	organizations	to	proactively	address	issues	before	they
escalate	into	significant	problems	or	crises.	Enhanced	Employee	Experience:	By	assessing	HR	policies,	procedures,	and	practices,	audits	help	create	a	positive	and	supportive	work	environment	that	enhances	employee	satisfaction,	engagement,	and	retention.	Optimized	Resource	Allocation:	Audits	enable	organizations	to	allocate	resources	effectively
by	identifying	areas	where	investments	in	HR	programs,	training,	or	technology	can	yield	the	greatest	return	on	investment.	Better	Decision-Making:	By	providing	data-driven	insights	and	actionable	recommendations,	audits	empower	organizations	to	make	informed	decisions	about	HR	strategies,	initiatives,	and	investments.	Increased	Transparency:
HR	audits	promote	transparency	and	accountability	by	ensuring	that	HR	practices	and	decisions	are	fair,	consistent,	and	aligned	with	organizational	values	and	objectives.	Continuous	Improvement:	Audits	foster	a	culture	of	continuous	improvement	by	encouraging	organizations	to	regularly	evaluate	and	refine	their	HR	practices	in	response	to
changing	business	needs	and	market	dynamics.	Stakeholder	Confidence:	By	demonstrating	a	commitment	to	best	practices	and	compliance	with	legal	requirements,	audits	build	trust	and	confidence	among	stakeholders,	including	employees,	investors,	customers,	and	regulators.	Strategic	Alignment:	Audits	help	align	HR	practices	with	organizational
goals	and	priorities,	ensuring	that	HR	strategies	and	initiatives	support	broader	business	objectives	and	contribute	to	long-term	success.	Overall,	HR	audits	serve	as	a	valuable	tool	for	organizations	to	assess,	optimize,	and	enhance	their	HR	practices	and	processes,	driving	improved	compliance,	efficiency,	employee	experience,	and	organizational
performance.​How	to	Prepare	for	an	HR	Audit?Before	diving	into	the	HR	audit	process,	it's	crucial	to	lay	the	groundwork	for	a	successful	evaluation.	This	involves	meticulous	planning	and	preparation	to	ensure	that	your	audit	objectives	are	clear,	relevant,	and	achievable.Objectives	and	Scope	IdentificationIdentifying	the	objectives	and	scope	of	your
HR	audit	is	the	first	step	in	the	preparation	phase.	You	need	to	define	what	you	aim	to	achieve	through	the	audit	and	determine	the	specific	areas	of	HR	management	you'll	be	focusing	on.	This	could	include	assessing	recruitment	practices,	evaluating	performance	management	systems,	or	ensuring	compliance	with	labor	laws.To	identify	objectives
effectively,	consider	the	following	questions:	What	are	the	key	HR	challenges	or	pain	points	within	your	organization?	What	are	the	overarching	goals	of	the	HR	audit?	(e.g.,	improving	efficiency,	ensuring	legal	compliance,	enhancing	employee	satisfaction)	Which	HR	processes	or	areas	are	most	critical	to	achieving	these	goals?	By	clarifying	your
objectives	and	scope	upfront,	you'll	ensure	that	your	audit	remains	focused	and	actionable,	leading	to	meaningful	insights	and	recommendations.Gathering	Necessary	DocumentationOnce	you've	defined	your	audit	objectives	and	scope,	the	next	step	is	to	gather	the	necessary	documentation	and	data	for	the	evaluation.	This	includes	collecting	HR
policies,	procedures,	employee	handbooks,	employment	contracts,	and	any	other	relevant	records	or	documentation.Make	sure	to	gather	both	written	policies	and	actual	practice	documents,	as	there	may	be	discrepancies	between	what	is	documented	and	what	is	actually	being	implemented	in	the	organization.	Additionally,	gather	data	related	to	HR
activities	such	as	recruitment	metrics,	performance	evaluations,	training	records,	and	employee	demographics.Having	comprehensive	documentation	and	data	will	provide	a	solid	foundation	for	your	audit,	enabling	you	to	conduct	thorough	analyses	and	make	informed	recommendations.Establishing	Audit	Team	and	ResponsibilitiesThe	success	of	your
HR	audit	largely	depends	on	the	expertise	and	dedication	of	your	audit	team.	Whether	you're	conducting	the	audit	internally	or	hiring	external	consultants,	it's	essential	to	assemble	a	team	with	diverse	skills	and	knowledge	in	various	HR	areas.When	establishing	your	audit	team,	consider	the	following:	Skills	and	expertise:	Ensure	that	team	members
have	the	necessary	skills	and	expertise	to	assess	different	aspects	of	HR	management,	such	as	recruitment,	training,	compensation,	and	compliance.	Cross-functional	representation:	Include	representatives	from	different	departments	or	functional	areas	to	provide	diverse	perspectives	and	insights.	Clear	responsibilities:	Clearly	define	roles	and
responsibilities	for	each	team	member,	outlining	who	will	lead	different	aspects	of	the	audit,	conduct	interviews,	review	documentation,	analyze	data,	and	so	on.	Communication	and	collaboration:	Foster	open	communication	and	collaboration	among	team	members	to	facilitate	information	sharing,	problem-solving,	and	decision-making	throughout	the
audit	process.	By	establishing	a	well-rounded	audit	team	with	clear	responsibilities,	you'll	ensure	a	comprehensive	and	rigorous	evaluation	of	your	HR	practices	and	processes.​Key	Areas	of	an	HR	AuditWhen	conducting	an	HR	audit,	it's	essential	to	assess	various	key	areas	of	HR	management	to	ensure	organizational	effectiveness,	compliance,	and
employee	satisfaction.	Let's	delve	into	each	of	these	key	areas	in	detail:Recruitment	and	Hiring	ProcessesRecruitment	and	hiring	are	the	foundation	of	building	a	talented	and	diverse	workforce.	In	this	section,	we'll	examine	the	effectiveness	of	your	recruitment	strategies,	hiring	processes,	and	candidate	selection	criteria.	Recruitment	Strategies:
Evaluate	the	methods	and	channels	used	to	attract	candidates,	such	as	job	boards,	social	media,	employee	referrals,	and	recruitment	agencies.	Assess	the	reach,	cost-effectiveness,	and	diversity	of	these	strategies.	Hiring	Processes:	Review	the	efficiency	and	fairness	of	your	hiring	processes,	including	job	posting,	screening,	interviewing,	and
selection.	Ensure	that	hiring	decisions	are	based	on	merit,	skills,	and	qualifications,	free	from	bias	or	discrimination.	Candidate	Experience:	Consider	the	candidate	experience	throughout	the	recruitment	process,	from	initial	contact	to	onboarding.	Assess	communication,	transparency,	and	responsiveness	to	candidates'	inquiries	and	feedback.
Employee	Onboarding	and	OrientationEffective	onboarding	sets	the	stage	for	new	employees'	success	and	integration	into	the	organization.	This	section	focuses	on	evaluating	your	onboarding	and	orientation	programs.	Onboarding	Process:	Assess	the	onboarding	process	to	ensure	that	new	employees	receive	the	necessary	information,	resources,
and	support	to	acclimate	to	their	roles	and	the	organization.	Evaluate	the	duration,	structure,	and	content	of	onboarding	activities.	Orientation	Programs:	Review	orientation	programs	to	ensure	they	provide	new	hires	with	an	introduction	to	the	organization's	culture,	values,	policies,	and	procedures.	Consider	incorporating	interactive	activities,
mentorship,	and	networking	opportunities	into	orientation	sessions.	Feedback	Mechanisms:	Implement	feedback	mechanisms	to	gather	insights	from	new	hires	about	their	onboarding	experience.	Use	surveys,	focus	groups,	or	one-on-one	interviews	to	identify	strengths	and	areas	for	improvement	in	the	onboarding	process.	Performance	Management
and	Appraisal	SystemsPerformance	management	is	crucial	for	setting	expectations,	providing	feedback,	and	developing	employees'	skills	and	capabilities.	This	section	examines	your	organization's	performance	management	and	appraisal	systems.	Performance	Expectations:	Review	the	clarity	and	alignment	of	performance	expectations	with
organizational	goals	and	objectives.	Ensure	that	performance	goals	are	SMART	(Specific,	Measurable,	Achievable,	Relevant,	Time-bound)	and	cascaded	down	throughout	the	organization.	Feedback	and	Coaching:	Evaluate	the	frequency	and	quality	of	feedback	provided	to	employees	on	their	performance.	Assess	the	effectiveness	of	coaching	and
development	conversations	in	supporting	employee	growth	and	improvement.	Performance	Appraisal	Processes:	Review	the	fairness	and	objectivity	of	performance	appraisal	processes,	including	evaluation	criteria,	rating	scales,	and	performance	reviews.	Ensure	that	performance	assessments	are	conducted	regularly,	transparently,	and	based	on
observable	behaviors	and	outcomes.	Training	and	Development	ProgramsTraining	and	development	programs	are	essential	for	enhancing	employee	skills,	knowledge,	and	engagement.	This	section	focuses	on	evaluating	the	effectiveness	of	your	organization's	training	and	development	initiatives.	Training	Needs	Analysis:	Conduct	a	thorough	analysis
of	training	needs	within	the	organization	to	identify	skill	gaps	and	development	opportunities.	Consider	employee	performance	evaluations,	feedback	from	managers,	and	emerging	industry	trends.	Training	Delivery	Methods:	Assess	the	variety	and	effectiveness	of	training	delivery	methods,	including	instructor-led	training,	e-learning	modules,
workshops,	and	seminars.	Consider	the	preferences	and	learning	styles	of	employees	when	designing	training	programs.	Impact	Evaluation:	Measure	the	impact	of	training	and	development	programs	on	employee	performance,	productivity,	and	job	satisfaction.	Use	pre-and	post-training	assessments,	employee	feedback	surveys,	and	performance
metrics	to	gauge	effectiveness.	Compensation	and	Benefits	AdministrationFair	and	competitive	compensation	and	benefits	are	essential	for	attracting,	motivating,	and	retaining	top	talent.	This	section	examines	your	organization's	compensation	and	benefits	administration	practices.	Salary	Structure:	Review	the	organization's	salary	structure	to
ensure	it	is	equitable,	competitive,	and	aligned	with	market	benchmarks	and	industry	standards.	Consider	factors	such	as	job	responsibilities,	experience,	education,	and	performance.	Benefits	Packages:	Evaluate	the	comprehensiveness	and	attractiveness	of	employee	benefits	packages,	including	health	insurance,	retirement	plans,	paid	time	off,	and
wellness	programs.	Ensure	that	benefits	meet	the	diverse	needs	and	preferences	of	employees.	Pay	Equity:	Assess	pay	equity	within	the	organization	to	identify	and	address	any	disparities	based	on	gender,	race,	or	other	demographic	factors.	Conduct	regular	pay	equity	analyses	and	take	corrective	actions	as	needed	to	ensure	fairness	and
transparency	in	compensation.	Compliance	with	Employment	Laws	and	RegulationsCompliance	with	employment	laws	and	regulations	is	essential	for	minimizing	legal	risks	and	protecting	employees'	rights.	This	section	focuses	on	ensuring	that	your	organization	complies	with	relevant	laws	and	regulations.	Legal	Compliance:	Review	HR	policies,
procedures,	and	practices	to	ensure	compliance	with	federal,	state,	and	local	employment	laws	and	regulations.	This	includes	laws	related	to	equal	employment	opportunity	(EEO),	wage	and	hour,	workplace	safety,	and	employee	rights.	Documentation	and	Record-Keeping:	Ensure	that	the	organization	maintains	accurate	and	up-to-date	records
related	to	employment,	such	as	employee	personnel	files,	payroll	records,	and	documentation	of	HR	transactions.	Establish	procedures	for	record-keeping	and	document	retention	in	compliance	with	legal	requirements.	Auditing	and	Monitoring:	Implement	regular	audits	and	monitoring	processes	to	verify	compliance	with	employment	laws	and
regulations.	Conduct	internal	audits	or	engage	external	consultants	to	identify	areas	of	non-compliance	and	implement	corrective	actions.	Employee	Relations	and	Conflict	ResolutionHealthy	employee	relations	and	effective	conflict	resolution	processes	contribute	to	a	positive	work	environment	and	organizational	success.	This	section	examines	your
organization's	approaches	to	managing	employee	relations	and	resolving	conflicts.	Communication	Channels:	Evaluate	the	effectiveness	of	communication	channels	for	addressing	employee	concerns,	grievances,	and	feedback.	Ensure	that	employees	have	multiple	avenues	for	raising	issues,	such	as	open-door	policies,	suggestion	boxes,	and
anonymous	reporting	systems.	Conflict	Resolution	Procedures:	Review	the	organization's	procedures	for	managing	conflicts	and	disputes	among	employees,	teams,	or	departments.	Assess	the	accessibility,	fairness,	and	timeliness	of	conflict	resolution	processes,	such	as	mediation,	arbitration,	or	formal	grievance	procedures.	Employee	Engagement:
Measure	employee	engagement	levels	and	identify	factors	contributing	to	engagement	or	disengagement	within	the	organization.	Use	employee	surveys,	focus	groups,	or	pulse	checks	to	gather	feedback	and	insights	on	morale,	satisfaction,	and	organizational	culture.	Health	and	Safety	Policies	and	PracticesCreating	a	safe	and	healthy	work
environment	is	essential	for	protecting	employee	well-being	and	minimizing	workplace	accidents	and	injuries.	This	section	focuses	on	evaluating	your	organization's	health	and	safety	policies	and	practices.	Safety	Policies	and	Procedures:	Review	the	organization's	safety	policies,	procedures,	and	protocols	to	ensure	compliance	with	occupational
health	and	safety	regulations.	This	includes	protocols	for	accident/incident	reporting,	emergency	response,	and	workplace	hazard	identification	and	mitigation.	Safety	Training	and	Education:	Assess	the	effectiveness	of	safety	training	and	education	programs	in	promoting	awareness,	compliance,	and	behavior	change	among	employees.	Ensure	that
employees	receive	adequate	training	on	safety	procedures,	equipment	usage,	and	emergency	preparedness.	Workplace	Ergonomics:	Evaluate	the	ergonomic	design	of	workstations,	equipment,	and	facilities	to	minimize	the	risk	of	musculoskeletal	disorders	and	repetitive	strain	injuries.	Consider	conducting	ergonomic	assessments	and	implementing
ergonomic	interventions	to	optimize	workplace	comfort	and	safety.	Diversity	and	Inclusion	InitiativesPromoting	diversity	and	inclusion	fosters	innovation,	creativity,	and	organizational	resilience.	This	section	examines	your	organization's	diversity	and	inclusion	initiatives	and	their	impact	on	workplace	culture	and	employee	experience.	Diversity
Recruitment	Strategies:	Evaluate	the	effectiveness	of	recruitment	strategies	in	attracting	diverse	talent	and	building	a	more	inclusive	workforce.	Consider	outreach	efforts	to	underrepresented	groups,	partnerships	with	diversity-focused	organizations,	and	diversity	recruitment	metrics.	Inclusive	Policies	and	Practices:	Review	HR	policies,	procedures,
and	practices	to	ensure	they	promote	inclusivity	and	mitigate	bias	or	discrimination.	This	includes	policies	related	to	recruitment,	hiring,	promotion,	performance	evaluation,	and	employee	development.	Employee	Resource	Groups:	Assess	the	role	and	impact	of	employee	resource	groups	(ERGs)	or	affinity	groups	in	supporting	diversity	and	inclusion
efforts.	Evaluate	the	diversity	of	ERGs,	their	activities	and	initiatives,	and	their	engagement	with	leadership	and	decision-making	processes.	By	thoroughly	evaluating	these	key	areas	of	HR	management,	you'll	gain	valuable	insights	into	your	organization's	strengths,	weaknesses,	and	areas	for	improvement.	This	will	enable	you	to	develop	targeted
strategies	and	initiatives	to	enhance	organizational	effectiveness,	compliance,	and	employee	satisfaction.​How	to	Conduct	an	HR	Audit?Now	that	you've	prepared	for	the	HR	audit,	it's	time	to	dive	into	the	evaluation	process.	Conducting	a	thorough	audit	requires	careful	planning,	effective	communication,	and	the	use	of	appropriate	methods	and	tools.
Let's	explore	each	step	in	detail:Evaluation	Methods	and	ToolsSelecting	the	right	evaluation	methods	and	tools	is	crucial	for	gathering	accurate	and	meaningful	data	during	the	HR	audit.	Document	Review:	Start	by	reviewing	HR	policies,	procedures,	and	records	to	gain	insights	into	current	practices	and	compliance	with	regulations.	Analyze
documents	such	as	employee	handbooks,	job	descriptions,	performance	appraisal	forms,	and	training	materials.	Surveys	and	Questionnaires:	Use	surveys	and	questionnaires	to	collect	feedback	from	employees,	managers,	and	other	stakeholders	about	their	experiences	with	HR	processes	and	practices.	Include	both	closed-ended	and	open-ended
questions	to	gather	quantitative	and	qualitative	data.	Interviews:	Conduct	interviews	with	key	personnel,	including	HR	staff,	managers,	and	department	heads,	to	gather	insights	into	HR	practices,	challenges,	and	areas	for	improvement.	Use	structured	or	semi-structured	interview	formats	to	ensure	consistency	and	focus.	Observation:	Observe	HR
processes	and	interactions	firsthand	to	assess	their	effectiveness	and	compliance	with	policies.	This	could	involve	attending	recruitment	interviews,	onboarding	sessions,	performance	evaluations,	or	training	workshops.	Data	Analysis:	Analyze	quantitative	data	such	as	turnover	rates,	time-to-fill	metrics,	training	completion	rates,	and	performance
appraisal	scores	to	identify	trends,	patterns,	and	areas	for	improvement.	Use	statistical	analysis	tools	or	software	to	analyze	large	datasets	efficiently.	By	employing	a	combination	of	these	evaluation	methods	and	tools,	you'll	gain	comprehensive	insights	into	your	organization's	HR	practices	and	identify	opportunities	for	enhancement.Reviewing
Policies,	Procedures,	and	RecordsReviewing	HR	policies,	procedures,	and	records	is	a	critical	step	in	the	audit	process	to	ensure	alignment	with	legal	requirements	and	organizational	goals.	Here's	how	to	approach	this	step	effectively:	Policy	Analysis:	Examine	HR	policies	and	procedures	to	ensure	they	are	up-to-date,	comprehensive,	and	compliant
with	relevant	laws	and	regulations.	Look	for	inconsistencies,	ambiguities,	or	gaps	that	may	need	clarification	or	revision.	Legal	Compliance	Check:	Verify	that	HR	policies	and	practices	adhere	to	federal,	state,	and	local	employment	laws	and	regulations,	including	equal	employment	opportunity	(EEO)	laws,	wage	and	hour	regulations,	and	workplace
safety	standards.	Record	Verification:	Confirm	the	accuracy	and	completeness	of	HR	records	and	documentation,	including	employee	personnel	files,	payroll	records,	training	logs,	and	performance	evaluations.	Ensure	that	records	are	maintained	securely	and	in	accordance	with	data	privacy	regulations.	Gap	Identification:	Identify	any	discrepancies
between	written	policies	and	actual	practice	documents,	as	well	as	any	gaps	or	deficiencies	in	HR	documentation	or	record-keeping	practices.	Document	findings	for	further	analysis	and	action.	By	conducting	a	thorough	review	of	HR	policies,	procedures,	and	records,	you'll	ensure	compliance	with	legal	requirements,	mitigate	risks,	and	lay	the
foundation	for	effective	HR	management.Interviewing	Key	PersonnelInterviewing	key	personnel	provides	valuable	insights	into	HR	practices,	challenges,	and	opportunities	for	improvement.	Here	are	some	tips	for	conducting	effective	interviews:	Preparation:	Prepare	interview	questions	in	advance	based	on	the	objectives	and	scope	of	the	audit.	Tailor
questions	to	each	interviewee's	role	and	expertise,	focusing	on	areas	relevant	to	their	responsibilities.	Active	Listening:	Actively	listen	to	interviewees'	responses,	asking	follow-up	questions	to	clarify	or	expand	on	their	answers.	Create	a	comfortable	and	open	environment	for	sharing	insights	and	feedback.	Structured	Approach:	Use	a	structured	or
semi-structured	interview	format	to	ensure	consistency	and	focus	across	interviews.	Cover	key	topics	systematically	while	allowing	flexibility	for	spontaneous	discussions.	Anonymity	and	Confidentiality:	Assure	interviewees	of	anonymity	and	confidentiality	to	encourage	honest	and	candid	feedback.	Emphasize	that	the	purpose	of	the	interview	is	to
identify	opportunities	for	improvement,	not	to	assign	blame	or	criticism.	Documentation:	Take	detailed	notes	during	interviews	to	capture	key	points,	quotes,	and	observations.	Summarize	interview	findings	and	incorporate	them	into	the	audit	report	for	analysis	and	action.	By	engaging	key	personnel	in	interviews,	you'll	gain	diverse	perspectives	and
valuable	insights	into	HR	practices,	challenges,	and	opportunities	for	improvement.Analyzing	Data	and	ObservationsAnalyzing	data	and	observations	is	the	final	step	in	the	HR	audit	process,	where	you'll	synthesize	findings	and	identify	trends,	patterns,	and	areas	for	improvement.	Here's	how	to	approach	data	analysis	effectively:	Data	Cleaning:	Start
by	cleaning	and	organizing	raw	data	collected	during	the	audit,	ensuring	accuracy,	consistency,	and	completeness.	Remove	any	duplicate	or	irrelevant	entries	and	standardize	data	formats	for	analysis.	Descriptive	Analysis:	Begin	with	descriptive	analysis	to	summarize	and	visualize	key	HR	metrics	and	trends.	Use	charts,	graphs,	and	tables	to	present
data	effectively	and	identify	outliers	or	anomalies.	Comparative	Analysis:	Compare	HR	metrics	and	performance	indicators	against	benchmarks,	industry	standards,	or	historical	data	to	assess	progress	and	identify	areas	of	concern.	Look	for	deviations	from	expected	norms	and	investigate	root	causes.	Root	Cause	Analysis:	Dig	deeper	into	underlying
causes	of	identified	issues	or	trends	using	root	cause	analysis	techniques	such	as	fishbone	diagrams,	5	Whys,	or	Pareto	analysis.	Identify	contributing	factors	and	prioritize	them	based	on	impact	and	feasibility	of	intervention.	Stakeholder	Feedback:	Incorporate	feedback	from	stakeholders,	including	employees,	managers,	and	HR	staff,	into	the
analysis	process.	Consider	qualitative	feedback	alongside	quantitative	data	to	gain	a	holistic	understanding	of	HR	performance.	By	analyzing	data	and	observations	systematically,	you'll	uncover	actionable	insights	and	opportunities	for	enhancing	HR	effectiveness,	compliance,	and	employee	satisfaction.	Use	these	insights	to	develop	targeted
strategies	and	recommendations	for	improvement.​HR	Audit	ExamplesHere	are	some	examples	illustrating	how	HR	audits	can	be	conducted	in	various	organizations:Example	1:	Manufacturing	CompanyBackground:	ABC	Manufacturing	is	a	mid-sized	manufacturing	company	with	approximately	300	employees.Objective:	Conduct	an	HR	audit	to	ensure
compliance	with	labor	laws,	improve	employee	engagement,	and	streamline	HR	processes.Process:	Document	Review:	Review	HR	policies,	procedures,	and	records,	including	employee	handbooks,	job	descriptions,	and	performance	evaluations.	Interviews:	Conduct	interviews	with	HR	staff,	managers,	and	frontline	employees	to	gather	insights	into
HR	practices	and	challenges.	Data	Analysis:	Analyze	HR	metrics	such	as	turnover	rates,	absenteeism,	and	training	completion	rates	to	identify	trends	and	areas	for	improvement.	Compliance	Check:	Verify	compliance	with	federal,	state,	and	local	employment	laws	and	regulations,	including	wage	and	hour	laws,	safety	standards,	and	anti-
discrimination	laws.	Recommendations:	Based	on	the	audit	findings,	ABC	Manufacturing	implements	the	following	recommendations:	Update	employee	handbook	to	clarify	policies	on	overtime	pay	and	safety	procedures.	Provide	additional	training	for	managers	on	performance	management	and	conflict	resolution.	Enhance	communication	channels
between	HR	and	employees	to	address	concerns	and	promote	transparency.	Example	2:	Nonprofit	OrganizationBackground:	XYZ	Nonprofit	is	a	small	nonprofit	organization	with	50	employees	dedicated	to	environmental	conservation.Objective:	Conduct	an	HR	audit	to	assess	diversity	and	inclusion	initiatives,	improve	volunteer	recruitment	processes,
and	enhance	employee	morale.Process:	Document	Review:	Review	HR	policies	and	procedures	related	to	recruitment,	volunteer	management,	and	diversity	initiatives.	Surveys:	Distribute	surveys	to	employees	and	volunteers	to	gather	feedback	on	their	experiences	and	perceptions	of	the	organization's	culture	and	practices.	Focus	Groups:	Facilitate
focus	group	discussions	with	staff	and	volunteers	to	explore	opportunities	for	enhancing	diversity	and	inclusion.	Benchmarking:	Compare	XYZ	Nonprofit's	HR	practices	with	those	of	similar	organizations	in	the	nonprofit	sector.	Recommendations:	Based	on	the	audit	findings,	XYZ	Nonprofit	implements	the	following	recommendations:	Develop	a
diversity	and	inclusion	training	program	for	staff	and	volunteers.	Revise	volunteer	recruitment	materials	to	attract	a	more	diverse	pool	of	candidates.	Establish	an	employee	recognition	program	to	boost	morale	and	retention.	These	examples	demonstrate	how	HR	audits	can	be	tailored	to	meet	the	specific	needs	and	objectives	of	different
organizations,	resulting	in	actionable	recommendations	that	drive	positive	change	and	enhance	organizational	effectiveness.​How	to	Analyze	HR	Audit	Findings?Now	that	you've	completed	the	HR	audit,	it's	time	to	analyze	the	findings	to	identify	strengths,	weaknesses,	risks,	and	areas	for	improvement.	This	analysis	is	crucial	for	developing	targeted
strategies	and	recommendations	to	enhance	HR	effectiveness	and	compliance.Identifying	Strengths	and	WeaknessesIdentifying	strengths	and	weaknesses	is	the	first	step	in	analyzing	HR	audit	findings.	This	involves	reviewing	the	data	collected	during	the	audit	and	assessing	the	organization's	performance	across	various	HR	areas.	Strengths:	Identify
areas	where	the	organization	excels	in	HR	management,	such	as	strong	recruitment	processes,	effective	employee	training	programs,	or	a	positive	workplace	culture.	Acknowledge	and	celebrate	these	strengths	as	they	represent	areas	of	competitive	advantage	and	organizational	excellence.	Weaknesses:	Identify	areas	where	the	organization	falls
short	or	faces	challenges	in	HR	management,	such	as	inconsistent	performance	appraisal	practices,	high	turnover	rates,	or	gaps	in	compliance	with	employment	laws.	These	weaknesses	represent	opportunities	for	improvement	and	should	be	addressed	promptly	to	mitigate	risks	and	enhance	organizational	performance.	To	identify	strengths	and
weaknesses	effectively,	consider	triangulating	data	from	multiple	sources,	including	document	reviews,	interviews,	surveys,	and	quantitative	metrics.	Look	for	recurring	themes	or	patterns	that	highlight	areas	of	excellence	or	areas	needing	attention.Assessing	Risks	and	Compliance	GapsAssessing	risks	and	compliance	gaps	is	essential	for	identifying
potential	threats	to	organizational	success	and	ensuring	adherence	to	legal	requirements.	This	involves	evaluating	the	impact	and	likelihood	of	identified	weaknesses	and	non-compliance	issues.	Legal	Risks:	Assess	the	legal	risks	associated	with	non-compliance	with	employment	laws	and	regulations,	such	as	discrimination	claims,	wage	and	hour
violations,	or	workplace	safety	incidents.	Consider	the	severity	of	potential	legal	consequences	and	the	likelihood	of	occurrence.	Operational	Risks:	Evaluate	operational	risks	stemming	from	HR	weaknesses,	such	as	decreased	employee	morale,	productivity	losses,	or	reputational	damage.	Consider	the	impact	of	these	risks	on	organizational
performance	and	stakeholder	trust.	Compliance	Gaps:	Identify	specific	areas	where	the	organization	is	not	compliant	with	relevant	laws,	regulations,	or	internal	policies.	This	could	include	gaps	in	documentation,	inconsistencies	in	practices,	or	failure	to	meet	reporting	requirements.	To	assess	risks	and	compliance	gaps	effectively,	prioritize	identified
issues	based	on	their	potential	impact	on	organizational	objectives	and	the	likelihood	of	occurrence.	Use	risk	assessment	tools	or	matrices	to	categorize	and	prioritize	risks	for	further	action.Prioritizing	Areas	for	ImprovementOnce	you've	identified	strengths,	weaknesses,	risks,	and	compliance	gaps,	the	next	step	is	to	prioritize	areas	for	improvement.
This	involves	determining	which	issues	require	immediate	attention	and	allocating	resources	accordingly.	Impact	and	Feasibility:	Consider	the	potential	impact	of	each	identified	issue	on	organizational	goals,	employee	satisfaction,	and	legal	compliance.	Prioritize	issues	with	high	impact	and	high	feasibility	for	quick	wins	and	significant	improvements.
Urgency:	Assess	the	urgency	of	addressing	each	issue	based	on	its	severity,	likelihood	of	escalation,	and	time	sensitivity.	Prioritize	issues	that	pose	immediate	risks	or	threats	to	organizational	success.	Resource	Allocation:	Evaluate	the	resources	required	to	address	each	identified	issue,	including	financial	resources,	personnel,	and	time.	Prioritize
issues	that	can	be	addressed	with	existing	resources	or	minimal	investment.	Strategic	Alignment:	Ensure	that	prioritized	areas	for	improvement	align	with	organizational	goals,	values,	and	strategic	priorities.	Focus	on	initiatives	that	support	long-term	sustainability	and	growth.	To	prioritize	areas	for	improvement	effectively,	engage	key	stakeholders,
including	senior	leadership,	HR	professionals,	and	frontline	employees,	in	the	decision-making	process.	Use	consensus-building	techniques	to	gain	buy-in	and	support	for	prioritized	initiatives.By	prioritizing	areas	for	improvement	based	on	impact,	urgency,	feasibility,	and	strategic	alignment,	you'll	focus	your	efforts	and	resources	on	initiatives	that
will	yield	the	greatest	benefits	for	the	organization.	This	strategic	approach	will	drive	positive	change	and	enhance	HR	effectiveness	and	compliance	over	time.​How	to	Implement	HR	Audit	Recommendations?Now	that	you've	identified	areas	for	improvement	through	the	HR	audit	and	prioritized	them	based	on	impact	and	feasibility,	it's	time	to	put
your	findings	into	action.	Implementing	recommendations	effectively	requires	careful	planning,	clear	communication,	and	strong	leadership.	Let's	explore	each	step	in	detail:Developing	Action	PlansDeveloping	action	plans	is	the	first	step	in	implementing	recommendations	derived	from	the	HR	audit	findings.	Action	plans	outline	the	specific	steps,
responsibilities,	and	timelines	for	addressing	identified	issues	and	achieving	desired	outcomes.	Objective	Setting:	Clearly	define	the	objectives	and	goals	of	each	action	plan,	ensuring	they	are	specific,	measurable,	achievable,	relevant,	and	time-bound	(SMART).	Align	action	plan	objectives	with	the	broader	goals	of	the	organization	and	the	HR	audit
findings.	Action	Steps:	Break	down	each	objective	into	actionable	steps	or	tasks	that	need	to	be	completed	to	achieve	the	desired	outcomes.	Assign	responsibilities	for	each	action	step	to	individuals	or	teams	with	the	necessary	skills	and	expertise.	Timeline:	Establish	realistic	timelines	and	deadlines	for	completing	each	action	step,	taking	into	account
resource	availability,	dependencies,	and	other	constraints.	Create	a	project	schedule	or	timeline	to	track	progress	and	ensure	accountability.	Resource	Allocation:	Identify	the	resources	required	to	implement	each	action	plan,	including	financial	resources,	personnel,	technology,	and	other	support.	Allocate	resources	effectively	to	support	successful
execution.	Monitoring	and	Evaluation:	Define	key	performance	indicators	(KPIs)	or	metrics	to	measure	progress	and	success	in	implementing	action	plans.	Establish	mechanisms	for	monitoring	and	evaluating	progress	regularly,	such	as	progress	reports,	milestone	reviews,	or	status	meetings.	By	developing	clear	and	comprehensive	action	plans,	you'll
ensure	that	recommendations	derived	from	the	HR	audit	are	translated	into	tangible	actions	that	drive	positive	change	and	improvement.Assigning	Accountability	and	TimelineAssigning	accountability	and	establishing	timelines	are	critical	aspects	of	implementing	recommendations	effectively.	Clear	accountability	ensures	that	individuals	or	teams	are
responsible	for	executing	action	plans,	while	timelines	provide	a	sense	of	urgency	and	direction.	Accountability:	Assign	accountability	for	each	action	step	or	task	to	individuals	or	teams	with	the	necessary	authority,	skills,	and	resources	to	carry	them	out.	Clearly	communicate	roles	and	responsibilities	to	ensure	accountability	and	ownership.
Leadership	Support:	Gain	buy-in	and	support	from	senior	leadership	for	implementing	recommendations	by	communicating	the	importance	of	the	HR	audit	findings	and	the	value	of	proposed	actions.	Engage	leaders	in	championing	change	and	removing	obstacles.	Cross-Functional	Collaboration:	Foster	collaboration	and	teamwork	across	departments
or	functional	areas	involved	in	implementing	recommendations.	Encourage	open	communication,	knowledge	sharing,	and	problem-solving	to	overcome	challenges	and	barriers.	Timeline:	Establish	realistic	timelines	and	deadlines	for	completing	each	action	step,	considering	the	complexity	and	scope	of	the	tasks	involved.	Break	down	larger	initiatives



into	smaller,	manageable	tasks	with	clear	milestones	and	deadlines.	Regular	Check-Ins:	Schedule	regular	check-ins	or	progress	reviews	to	track	the	implementation	of	action	plans,	address	any	issues	or	obstacles,	and	provide	support	and	guidance	as	needed.	Use	these	check-ins	to	celebrate	successes	and	adjust	course	if	necessary.	By	assigning
clear	accountability	and	establishing	realistic	timelines,	you'll	ensure	that	recommendations	are	implemented	effectively	and	efficiently,	leading	to	positive	outcomes	for	the	organization.Communicating	Changes	to	StakeholdersCommunicating	changes	to	stakeholders	is	essential	for	gaining	buy-in,	building	trust,	and	maintaining	transparency
throughout	the	implementation	process.	Effective	communication	ensures	that	stakeholders	understand	the	rationale	behind	recommended	changes	and	feel	engaged	in	the	process.	Stakeholder	Analysis:	Identify	key	stakeholders	who	will	be	affected	by	the	recommended	changes,	including	employees,	managers,	HR	staff,	and	external	partners.
Consider	their	interests,	concerns,	and	communication	preferences.	Communication	Plan:	Develop	a	communication	plan	outlining	the	key	messages,	channels,	and	timing	for	communicating	changes	to	stakeholders.	Tailor	communication	strategies	to	the	needs	and	preferences	of	different	stakeholder	groups.	Transparency	and	Openness:	Be
transparent	about	the	findings	of	the	HR	audit,	the	rationale	behind	recommended	changes,	and	the	expected	impact	on	stakeholders.	Encourage	open	dialogue	and	feedback	to	address	questions,	concerns,	and	resistance.	Two-Way	Communication:	Foster	two-way	communication	channels	that	allow	stakeholders	to	provide	input,	ask	questions,	and
share	feedback	throughout	the	implementation	process.	Use	surveys,	focus	groups,	town	hall	meetings,	or	feedback	sessions	to	gather	insights	and	address	concerns.	Consistency	and	Frequency:	Ensure	consistency	and	frequency	in	communication	to	keep	stakeholders	informed	and	engaged	throughout	the	implementation	process.	Provide	regular
updates	on	progress,	milestones,	and	achievements	to	maintain	momentum	and	accountability.	By	communicating	changes	effectively	to	stakeholders,	you'll	build	trust,	alignment,	and	commitment	to	the	implementation	process,	increasing	the	likelihood	of	success	and	sustainability	of	recommended	changes.​How	to	Monitor	and	Review	Progress?
Once	you've	initiated	the	implementation	of	recommendations	derived	from	the	HR	audit,	it's	essential	to	monitor	progress	and	review	outcomes	regularly.	Monitoring	and	reviewing	progress	enable	you	to	track	the	effectiveness	of	implemented	changes,	identify	any	challenges	or	barriers,	and	make	adjustments	as	needed	to	achieve	desired
outcomes.	Let's	delve	into	each	aspect	in	detail:Tracking	Implementation	of	Action	PlansTracking	the	implementation	of	action	plans	is	essential	for	ensuring	that	recommended	changes	are	executed	as	planned	and	on	schedule.	Here's	how	to	effectively	monitor	progress:	Establish	Monitoring	Mechanisms:	Put	in	place	systems	and	processes	for
tracking	the	implementation	of	action	plans.	This	could	include	project	management	software,	task	lists,	progress	reports,	or	regular	check-in	meetings.	Assign	Responsibility:	Assign	responsibility	for	monitoring	the	implementation	of	action	plans	to	designated	individuals	or	teams.	Clearly	communicate	roles	and	expectations	to	ensure	accountability
and	ownership.	Regular	Progress	Updates:	Schedule	regular	progress	updates	or	status	meetings	to	review	the	status	of	action	plan	tasks,	identify	any	delays	or	obstacles,	and	discuss	solutions.	Use	these	updates	to	celebrate	successes	and	address	challenges	promptly.	Document	Progress:	Keep	detailed	records	of	progress	made	on	each	action	plan
task,	including	completed	tasks,	milestones	achieved,	and	any	issues	encountered.	Document	lessons	learned	and	best	practices	for	future	reference.	By	tracking	the	implementation	of	action	plans	systematically,	you'll	ensure	that	recommended	changes	are	executed	effectively	and	in	alignment	with	organizational	goals	and	timelines.Measuring
Impact	on	HR	MetricsMeasuring	the	impact	of	implemented	changes	on	HR	metrics	is	crucial	for	evaluating	their	effectiveness	and	identifying	areas	for	further	improvement.	Here's	how	to	measure	impact	effectively:	Define	Key	Performance	Indicators	(KPIs):	Identify	relevant	HR	metrics	and	KPIs	that	align	with	the	objectives	of	implemented
changes.	These	could	include	metrics	related	to	employee	turnover,	engagement,	productivity,	performance,	or	compliance.	Baseline	Assessment:	Establish	a	baseline	for	each	HR	metric	before	implementing	changes	to	provide	a	point	of	comparison.	Collect	historical	data	or	benchmark	against	industry	standards	to	determine	current	performance
levels.	Regular	Data	Collection:	Continuously	collect	and	analyze	data	on	HR	metrics	following	the	implementation	of	changes.	Use	both	quantitative	and	qualitative	data	sources,	such	as	surveys,	performance	evaluations,	and	employee	feedback,	to	assess	impact.	Compare	Results:	Compare	post-implementation	data	with	baseline	data	to	measure	the
impact	of	implemented	changes	on	HR	metrics.	Look	for	improvements,	trends,	or	shifts	in	performance	that	can	be	attributed	to	the	changes.	Feedback	Loops:	Gather	feedback	from	stakeholders,	including	employees,	managers,	and	HR	professionals,	on	the	perceived	impact	of	implemented	changes.	Use	surveys,	focus	groups,	or	interviews	to	solicit
insights	and	identify	areas	for	further	refinement.	By	measuring	the	impact	of	implemented	changes	on	HR	metrics,	you'll	gain	valuable	insights	into	their	effectiveness	and	identify	opportunities	for	further	optimization	and	enhancement.Making	Adjustments	as	NecessaryMaking	adjustments	as	necessary	is	an	essential	aspect	of	the	monitoring	and
review	process,	enabling	you	to	respond	to	changing	circumstances,	address	emerging	challenges,	and	optimize	the	effectiveness	of	implemented	changes.	Here's	how	to	make	adjustments	effectively:	Continuous	Evaluation:	Continuously	evaluate	the	effectiveness	of	implemented	changes	through	ongoing	monitoring	and	review	processes.	Be
proactive	in	identifying	any	issues	or	areas	for	improvement	that	may	arise.	Root	Cause	Analysis:	Conduct	root	cause	analysis	to	understand	the	underlying	factors	contributing	to	any	challenges	or	setbacks	encountered.	Identify	systemic	issues	or	barriers	that	may	require	systemic	solutions.	Flexibility	and	Adaptability:	Maintain	flexibility	and
adaptability	in	response	to	changing	circumstances,	priorities,	or	stakeholder	feedback.	Be	willing	to	adjust	action	plans,	timelines,	or	resource	allocations	as	needed	to	optimize	outcomes.	Iterative	Improvement:	Embrace	an	iterative	approach	to	improvement,	where	adjustments	are	made	based	on	real-time	feedback	and	learning.	Continuously	seek
opportunities	to	refine	and	enhance	implemented	changes	over	time.	Communication	and	Transparency:	Communicate	openly	and	transparently	with	stakeholders	about	any	adjustments	or	refinements	made	to	implemented	changes.	Provide	rationale	for	adjustments	and	solicit	input	to	ensure	alignment	and	buy-in.	By	making	adjustments	as
necessary	based	on	monitoring	and	review	findings,	you'll	ensure	that	implemented	changes	remain	relevant,	effective,	and	aligned	with	organizational	goals	and	priorities.	This	iterative	approach	to	improvement	fosters	continuous	learning	and	optimization,	driving	positive	outcomes	for	the	organization	and	its	employees.​ConclusionThe	HR	audit
process	is	a	powerful	tool	for	organizations	to	assess,	optimize,	and	enhance	their	human	resources	practices.	By	conducting	regular	audits,	employers	can	ensure	compliance	with	legal	requirements,	mitigate	risks,	and	create	a	positive	work	environment	that	fosters	employee	satisfaction	and	productivity.	Employees,	on	the	other	hand,	benefit	from
fair	treatment,	equal	opportunities,	and	a	supportive	workplace	culture	that	values	their	contributions	and	promotes	their	professional	development.Remember,	the	HR	audit	is	not	just	a	one-time	exercise	but	a	continuous	journey	of	improvement.	By	following	the	steps	outlined	in	this	guide,	organizations	can	drive	positive	change,	build	trust	with
stakeholders,	and	achieve	long-term	success.	So,	whether	you're	a	business	leader,	HR	professional,	or	employee	advocate,	embrace	the	HR	audit	as	a	catalyst	for	positive	transformation	and	a	pathway	to	a	brighter	future	for	your	organization	and	its	workforce.	Is	your	team	conducting	regular	HR	audits?	Ineffective	HR	processes,	systems,	and
policies	can	hurt	your	business.	If	these	factors	are	not	continually	monitored,	a	business	can	find	itself	on	the	wrong	side	of	employment	laws.	Like,	facing	stiff	penalties	for	not	having	an	employee	safety	program.	Conducting	an	HR	audit	helps	ensure	you	are	setting	your	employees	and	your	business	up	for	long-term	success	and	compliance.	Maybe
it’s	been	so	long	since	you’ve	participated	in	an	HR	audit	that	you’ve	forgotten	how	beneficial	this	can	be	for	your	organization.	Especially	as	we	round	the	corner	in	a	post-pandemic	world,	a	lot	of	things	can	change	quickly	in	a	business	with	its	people.	This	requires	taking	a	quick	step	back	and	evaluating	where	the	organization	is	headed	in	terms	of
human	capital	management.	For	a	structured	approach	to	reviewing	and	optimizing	your	HR	processes,	download	our	HR	Audit	for	People	Processes	Guide	&	Template	and	get	the	tools	you	need	to	focus	on	what	truly	matters.	ContentsWhat	is	an	HR	audit?Why	conduct	an	HR	audit?When	should	you	conduct	an	HR	audit?Types	of	HR	auditHR	audit
template	&	guide7	steps	for	an	effective	HR	audit	process	An	HR	audit	reviews	the	human	resource	processes	and	policies	to	identify	areas	that	may	need	improvement	and	what	areas	are	performing	well.	Organizations	can	use	an	HR	audit	to	ensure	compliance	and	align	HR	programs	with	business	objectives.	They’re	making	sure	that	these
processes	truly	contribute	to	organizational	performance.	A	human	resource	audit	is	akin	to	an	internal	process	audit.	Simply	put,	it’s	like	giving	your	human	resource	department	a	report	card	of	how	effective	it	is.	Running	an	audit	of	your	HR	department	also	catches	areas	of	non-compliance	to	reduce	the	risk	for	the	business.	Essentially,	an	HR
audit	is	an	opportunity	to	tighten	up	processes	so	that	aspects	like	recruitment,	retention,	onboarding,	training,	salary	and	compensation,	payroll,	and	performance	management	all	get	the	attention	they	need.	It	might	seem	like	a	lot	of	work.	After	all,	don’t	you	already	have	a	lot	on	your	plate	trying	to	recruit	and	retain	employees	and	then	making
sure	they	perform?	However,	continuously	improving	your	HR	processes	helps	you	ensure	not	only	that	they	are	compliant	with	laws	and	regulations	but	also	that	they	help	your	workforce	and	your	organization	become	more	successful.	Based	on	an	image	from	Dutch	Modern	Academy.	The	goals	of	an	HR	audit	are	manifold.	While	not	mandatory,
every	area	of	HR	that	is	reviewed	benefits	from	having	made	this	effort.	According	to	Mark	S.	Floyd,	partner	with	the	Cleveland	law	firm	Walter	and	Haverfield,	“Audits	examine	the	effectiveness	of	the	HR	department’s	current	policies,	procedures,	and	systems	as	they	relate	to	the	latest	changes	and	developments	in	labor	and	employment	law.”
Moreover,	he	adds,	“senior	leadership	relies	heavily	on	[the	HR]	department	to	ensure	that	the	company’s	overall	business	strategy	is	consistent	with	the	many	complex	laws	and	regulations	that	govern	the	workplace	environment.”	Not	convinced	yet?	Here	are	some	reasons	why	HR	audits	should	be	a	priority	at	your	organization.	A	thorough	HR
audit:	Improves	processes	and	policies	that	impact	employees.	An	HR	audit	is	a	chance	to	improve	areas	of	your	processes	and	policies	that	have	the	biggest	impact	on	employees.	This	empowers	workers,	helps	retain	them,	and	ultimately	makes	for	a	stronger	company.	Ensures	corporate	compliance.	Never	take	for	granted	that	your	policies	are
compliant	with	all	the	laws.	There	are	new	employment	laws	and	changes	to	the	laws	occurring	all	the	time.	In	order	to	get	and	remain	compliant	and	avoid	unwanted	lawsuits,	you	must	be	ahead	of	the	game	with	HR	compliance	audits	that	identify	any	potential	risk	areas.	Makes	HR	data	meaningful	and	strategic.	Put	all	that	HR	data	to	good	use	by
connecting	it	with	the	reality	of	your	HR	policies	and	procedures.	Helps	prevents	adverse	impact	in	employment	practices.	You	can	mitigate	problems	with	disparate	impact	on	candidates	in	recruitment,	and	on	candidates	in	salary	and	compensation,	succession	planning,	and	generally,	throughout	the	employee	lifecycle,	by	doing	audits.	Creates
equitable	and	fair	compensation.	During	your	financial	audits	and	compensation	analysis,	it	can	also	be	a	good	practice	to	audit	how	equitable	and	competitive	your	salary	and	compensation	packages	are.	This	can	support	recruitment	and	retention	efforts	and	also	avoid	complaints.	Identifies	inefficiencies	in	systems	and	practices.	At	the	very	least,
HR	audits	can	help	to	discover	any	practices	or	systems	that	are	not	efficient.	Redundant	tasks	or	processes	that	are	too	lengthy	can	cause	mistakes	to	happen.	Don’t	wait	for	issues	to	come	up	before	you	conduct	an	HR	audit.	Taking	a	proactive	approach	is	always	better	than	a	reactive	one.	Lauren	Brown,	aPHR,	a	contributor	to	the	Bernard	Health
blog,	shares,	“The	best	time	of	year	to	conduct	an	audit	will	depend	on	the	organization’s	needs	and	schedule.	A	slower	time	of	year	might	be	more	productive	than	the	organization’s	busy	season.	Likewise,	the	end	or	beginning	of	the	year	can	help	an	organization	benchmark	improvements	year	over	year.”	Choose	the	time	of	year	that	is	most
convenient	for	your	organization	and	workload.	There	are	multiple	types	of	HR	audit	you	may	conduct,	each	focusing	on	a	specific	area	of	the	organization’s	human	capital.	You	can	choose	to	run	the	audit	by	creating	a	committee	of	internal	HR	professionals	(checking	an	area	they	don’t	usually	handle),	or	you	may	decide	to	utilize	a	third-party	HR
audit	service.	You	can	choose	to	conduct	a	general	HR	audit	which	allows	you	to	assess	which	people	processes	at	your	organization	need	immediate	attention.	Download	your	HR	audit	template	here.	Depending	on	your	organization’s	needs,	you	might	want	to	go	more	granular.	Here	are	the	various	types	of	HR	audit	you	will	want	to	conduct:	Records
auditI-9	auditAudit	aimed	at	ensuring	ongoing	compliance	with	employer	sanction	provisions	of	the	Immigration	and	Nationality	Act	(INA).Employee	filesAre	your	employee	files	in	a	locked	and	secure	location,	and	digital	personnel	files	encrypted	and	secure?Payroll	recordsDo	you	maintain	detailed	payroll	records	and	who	has	access	to	them?
Records	retentionHow	long	are	you	storing	employee	records	and	are	you	adhering	to	the	rules	for	records	retention?	HR	functions	auditRecruitment	and	hiring	Do	you	maintain	records	of	recruitment	efforts,	from	advertisements	to	interviews	and	hiring	practices?	Do	you	meet	Affirmative	Action	requirements?Onboarding	practicesHow	new
employees	are	onboarded	matters.	What	kind	of	structure	does	your	onboarding	program	have?	Do	you	get	feedback	from	your	new	hires?Compensation	and	salaryMake	sure	your	compensation	and	salary	is	competitive,	and	ensure	different	groups	of	employees	are	paid	the	same	wages	for	equivalent	jobs.	Also	determine	if	you	are	classifying
employees	correctly	as	salaried/hourly,	full-time	employees,	part-time	workers,	or	independent	contractors.Performance	and	trainingHow	do	you	conduct	performance	evaluations	and	what	kind	of	training	support	is	offered?	Legal	compliance	auditEEOCDo	you	adhere	to	EEOC	guidelines?	Are	there	any	potential	violations?Fair	Labor	Standards	Act
(FLSA)Do	you	comply	with	FLSA,	minimum	wage	laws?Family	and	Medical	Leave	Act	(FMLA)What	is	your	process	for	reviewing,	approving,	and	monitoring	FMLA	requested	leaves?Americans	with	Disabilities	Act	(ADA)Do	you	offer	opportunities	to	workers	with	disability	in	accordance	with	ADA?Benefits	Do	you	offer	access	to	affordable	healthcare
benefit	packages	if	required?	How	do	you	manage	COBRA?	Policies	auditProgressive	disciplineIs	your	disciplinary	process	clear,	consistent,	and	in	writing?Termination	policyIs	your	termination	policy	in	line	with	state	at-will	employment	laws?PTO	policyDo	you	offer	paid	time	off	to	all	your	eligible	workers?	Safety	auditOSHA	hazardsDo	you	maintain
an	OSHA	log?	Do	you	take	steps	to	maintain	a	safe	workplace,	including	training?MSDS	Is	your	workplace	equipped	with	an	MSDS	book	and	do	employees	know	where	to	find	it?PPEDo	you	provide	adequate	personal	protective	equipment,	including	uniforms	as	needed?	An	HR	audit	helps	you	assess	your	people	processes	to	spot	strengths	and	areas
for	improvement.	This	HR	Audit	for	People	Processes	Guide	&	Template,	available	for	download	in	both	PDF	and	PPTX	formats,	makes	it	easy	to	review	key	areas	like	recruitment,	onboarding,	and	compliance.	Simply	follow	the	guide,	fill	in	your	audit	details,	and	get	a	clear	overview	of	where	your	HR	practices	stand.	DOWNLOAD	HR	AUDIT
TEMPLATE	&	GUIDE	Wondering	how	to	conduct	an	HR	audit?	Here	is	a	handy	HR	audit	checklist	to	get	you	started:	As	we’ve	mentioned	above,	there	are	many	different	types	of	HR	audits	that	you	can	focus	on.	For	this	purpose,	however,	you	will	want	to	clearly	specify	the	audit	goals	for	your	organization.	Don’t	try	to	do	everything	at	once.	Set	a
timeline	for	completion.	Check	out	our	detailed	HR	Audit	Guide	with	a	downloadable	HR	audit	template	to	make	your	auditing	process	easier.	The	only	way	to	make	a	lasting	change	that	will	positively	impact	your	organization	is	to	ensure	that	you	get	your	executive	management	team	on	board.	You	will	need	their	support,	especially	if	you	request	to
hire	a	third	party	to	conduct	the	audit.	Will	you	attempt	to	do	the	audit	yourself,	or	will	you	hire	outside	the	organization?	Decide	who	is	responsible	for	what	tasks	if	it	is	a	joint	effort.	Set	expectations	for	your	evaluation	from	the	beginning.	Initially,	you	will	need	to	collect	all	the	relevant	data	that	has	to	do	with	what	you	are	auditing.	For	example,
you	can	use	data	from	your	ATS	if	you	are	auditing	your	recruitment	processes.	Make	sure	you	have	permission	to	use	the	data.	Take	the	time	to	organize	and	analyze	the	information	that	you	have	discovered.	Try	to	identify	any	potential	issues	and	opportunities	for	improvement.	For	example,	you	may	prevent	future	injuries	by	increasing	how	often
the	company	orders	PPE	for	workers.	First,	prioritize	the	most	problematic	areas,	for	example,	those	that	could	get	your	organization	into	the	most	legal	trouble.	Then	work	your	way	down	your	list	of	priorities	to	improve	processes	and	policies	that	are	weak	and	need	improvement.	Employees	will	be	interested	to	know	about	the	changes	and
improvements	that	you’re	making	to	HR	processes.	Find	ways	to	communicate	these	changes	to	them	and	ask	managers	to	update	employees.	Sure,	any	HR	audit	can	be	a	complex	process	that	can	also	be	time	and	resource-intensive.	However,	the	benefits	far	outweigh	the	effort.	You	can	redesign	your	company’s	processes	and	systems	that	can
support	business	objectives	and	goals.	Is	your	team	conducting	regular	HR	audits?	Ineffective	HR	processes,	systems,	and	policies	can	hurt	your	business.	If	these	factors	are	not	continually	monitored,	a	business	can	find	itself	on	the	wrong	side	of	employment	laws.	Like,	facing	stiff	penalties	for	not	having	an	employee	safety	program.	Conducting	an
HR	audit	helps	ensure	you	are	setting	your	employees	and	your	business	up	for	long-term	success	and	compliance.	Maybe	it’s	been	so	long	since	you’ve	participated	in	an	HR	audit	that	you’ve	forgotten	how	beneficial	this	can	be	for	your	organization.	Especially	as	we	round	the	corner	in	a	post-pandemic	world,	a	lot	of	things	can	change	quickly	in	a
business	with	its	people.	This	requires	taking	a	quick	step	back	and	evaluating	where	the	organization	is	headed	in	terms	of	human	capital	management.	For	a	structured	approach	to	reviewing	and	optimizing	your	HR	processes,	download	our	HR	Audit	for	People	Processes	Guide	&	Template	and	get	the	tools	you	need	to	focus	on	what	truly	matters.
ContentsWhat	is	an	HR	audit?Why	conduct	an	HR	audit?When	should	you	conduct	an	HR	audit?Types	of	HR	auditHR	audit	template	&	guide7	steps	for	an	effective	HR	audit	process	An	HR	audit	reviews	the	human	resource	processes	and	policies	to	identify	areas	that	may	need	improvement	and	what	areas	are	performing	well.	Organizations	can	use
an	HR	audit	to	ensure	compliance	and	align	HR	programs	with	business	objectives.	They’re	making	sure	that	these	processes	truly	contribute	to	organizational	performance.	A	human	resource	audit	is	akin	to	an	internal	process	audit.	Simply	put,	it’s	like	giving	your	human	resource	department	a	report	card	of	how	effective	it	is.	Running	an	audit	of
your	HR	department	also	catches	areas	of	non-compliance	to	reduce	the	risk	for	the	business.	Essentially,	an	HR	audit	is	an	opportunity	to	tighten	up	processes	so	that	aspects	like	recruitment,	retention,	onboarding,	training,	salary	and	compensation,	payroll,	and	performance	management	all	get	the	attention	they	need.	It	might	seem	like	a	lot	of
work.	After	all,	don’t	you	already	have	a	lot	on	your	plate	trying	to	recruit	and	retain	employees	and	then	making	sure	they	perform?	However,	continuously	improving	your	HR	processes	helps	you	ensure	not	only	that	they	are	compliant	with	laws	and	regulations	but	also	that	they	help	your	workforce	and	your	organization	become	more	successful.
Based	on	an	image	from	Dutch	Modern	Academy.	The	goals	of	an	HR	audit	are	manifold.	While	not	mandatory,	every	area	of	HR	that	is	reviewed	benefits	from	having	made	this	effort.	According	to	Mark	S.	Floyd,	partner	with	the	Cleveland	law	firm	Walter	and	Haverfield,	“Audits	examine	the	effectiveness	of	the	HR	department’s	current	policies,
procedures,	and	systems	as	they	relate	to	the	latest	changes	and	developments	in	labor	and	employment	law.”	Moreover,	he	adds,	“senior	leadership	relies	heavily	on	[the	HR]	department	to	ensure	that	the	company’s	overall	business	strategy	is	consistent	with	the	many	complex	laws	and	regulations	that	govern	the	workplace	environment.”	Not
convinced	yet?	Here	are	some	reasons	why	HR	audits	should	be	a	priority	at	your	organization.	A	thorough	HR	audit:	Improves	processes	and	policies	that	impact	employees.	An	HR	audit	is	a	chance	to	improve	areas	of	your	processes	and	policies	that	have	the	biggest	impact	on	employees.	This	empowers	workers,	helps	retain	them,	and	ultimately
makes	for	a	stronger	company.	Ensures	corporate	compliance.	Never	take	for	granted	that	your	policies	are	compliant	with	all	the	laws.	There	are	new	employment	laws	and	changes	to	the	laws	occurring	all	the	time.	In	order	to	get	and	remain	compliant	and	avoid	unwanted	lawsuits,	you	must	be	ahead	of	the	game	with	HR	compliance	audits	that
identify	any	potential	risk	areas.	Makes	HR	data	meaningful	and	strategic.	Put	all	that	HR	data	to	good	use	by	connecting	it	with	the	reality	of	your	HR	policies	and	procedures.	Helps	prevents	adverse	impact	in	employment	practices.	You	can	mitigate	problems	with	disparate	impact	on	candidates	in	recruitment,	and	on	candidates	in	salary	and
compensation,	succession	planning,	and	generally,	throughout	the	employee	lifecycle,	by	doing	audits.	Creates	equitable	and	fair	compensation.	During	your	financial	audits	and	compensation	analysis,	it	can	also	be	a	good	practice	to	audit	how	equitable	and	competitive	your	salary	and	compensation	packages	are.	This	can	support	recruitment	and
retention	efforts	and	also	avoid	complaints.	Identifies	inefficiencies	in	systems	and	practices.	At	the	very	least,	HR	audits	can	help	to	discover	any	practices	or	systems	that	are	not	efficient.	Redundant	tasks	or	processes	that	are	too	lengthy	can	cause	mistakes	to	happen.	Don’t	wait	for	issues	to	come	up	before	you	conduct	an	HR	audit.	Taking	a
proactive	approach	is	always	better	than	a	reactive	one.	Lauren	Brown,	aPHR,	a	contributor	to	the	Bernard	Health	blog,	shares,	“The	best	time	of	year	to	conduct	an	audit	will	depend	on	the	organization’s	needs	and	schedule.	A	slower	time	of	year	might	be	more	productive	than	the	organization’s	busy	season.	Likewise,	the	end	or	beginning	of	the
year	can	help	an	organization	benchmark	improvements	year	over	year.”	Choose	the	time	of	year	that	is	most	convenient	for	your	organization	and	workload.	There	are	multiple	types	of	HR	audit	you	may	conduct,	each	focusing	on	a	specific	area	of	the	organization’s	human	capital.	You	can	choose	to	run	the	audit	by	creating	a	committee	of	internal
HR	professionals	(checking	an	area	they	don’t	usually	handle),	or	you	may	decide	to	utilize	a	third-party	HR	audit	service.	You	can	choose	to	conduct	a	general	HR	audit	which	allows	you	to	assess	which	people	processes	at	your	organization	need	immediate	attention.	Download	your	HR	audit	template	here.	Depending	on	your	organization’s	needs,
you	might	want	to	go	more	granular.	Here	are	the	various	types	of	HR	audit	you	will	want	to	conduct:	Records	auditI-9	auditAudit	aimed	at	ensuring	ongoing	compliance	with	employer	sanction	provisions	of	the	Immigration	and	Nationality	Act	(INA).Employee	filesAre	your	employee	files	in	a	locked	and	secure	location,	and	digital	personnel	files
encrypted	and	secure?Payroll	recordsDo	you	maintain	detailed	payroll	records	and	who	has	access	to	them?Records	retentionHow	long	are	you	storing	employee	records	and	are	you	adhering	to	the	rules	for	records	retention?	HR	functions	auditRecruitment	and	hiring	Do	you	maintain	records	of	recruitment	efforts,	from	advertisements	to	interviews
and	hiring	practices?	Do	you	meet	Affirmative	Action	requirements?Onboarding	practicesHow	new	employees	are	onboarded	matters.	What	kind	of	structure	does	your	onboarding	program	have?	Do	you	get	feedback	from	your	new	hires?Compensation	and	salaryMake	sure	your	compensation	and	salary	is	competitive,	and	ensure	different	groups	of
employees	are	paid	the	same	wages	for	equivalent	jobs.	Also	determine	if	you	are	classifying	employees	correctly	as	salaried/hourly,	full-time	employees,	part-time	workers,	or	independent	contractors.Performance	and	trainingHow	do	you	conduct	performance	evaluations	and	what	kind	of	training	support	is	offered?	Legal	compliance	auditEEOCDo
you	adhere	to	EEOC	guidelines?	Are	there	any	potential	violations?Fair	Labor	Standards	Act	(FLSA)Do	you	comply	with	FLSA,	minimum	wage	laws?Family	and	Medical	Leave	Act	(FMLA)What	is	your	process	for	reviewing,	approving,	and	monitoring	FMLA	requested	leaves?Americans	with	Disabilities	Act	(ADA)Do	you	offer	opportunities	to	workers
with	disability	in	accordance	with	ADA?Benefits	Do	you	offer	access	to	affordable	healthcare	benefit	packages	if	required?	How	do	you	manage	COBRA?	Policies	auditProgressive	disciplineIs	your	disciplinary	process	clear,	consistent,	and	in	writing?Termination	policyIs	your	termination	policy	in	line	with	state	at-will	employment	laws?PTO	policyDo
you	offer	paid	time	off	to	all	your	eligible	workers?	Safety	auditOSHA	hazardsDo	you	maintain	an	OSHA	log?	Do	you	take	steps	to	maintain	a	safe	workplace,	including	training?MSDS	Is	your	workplace	equipped	with	an	MSDS	book	and	do	employees	know	where	to	find	it?PPEDo	you	provide	adequate	personal	protective	equipment,	including
uniforms	as	needed?	An	HR	audit	helps	you	assess	your	people	processes	to	spot	strengths	and	areas	for	improvement.	This	HR	Audit	for	People	Processes	Guide	&	Template,	available	for	download	in	both	PDF	and	PPTX	formats,	makes	it	easy	to	review	key	areas	like	recruitment,	onboarding,	and	compliance.	Simply	follow	the	guide,	fill	in	your	audit
details,	and	get	a	clear	overview	of	where	your	HR	practices	stand.	DOWNLOAD	HR	AUDIT	TEMPLATE	&	GUIDE	Wondering	how	to	conduct	an	HR	audit?	Here	is	a	handy	HR	audit	checklist	to	get	you	started:	As	we’ve	mentioned	above,	there	are	many	different	types	of	HR	audits	that	you	can	focus	on.	For	this	purpose,	however,	you	will	want	to
clearly	specify	the	audit	goals	for	your	organization.	Don’t	try	to	do	everything	at	once.	Set	a	timeline	for	completion.	Check	out	our	detailed	HR	Audit	Guide	with	a	downloadable	HR	audit	template	to	make	your	auditing	process	easier.	The	only	way	to	make	a	lasting	change	that	will	positively	impact	your	organization	is	to	ensure	that	you	get	your
executive	management	team	on	board.	You	will	need	their	support,	especially	if	you	request	to	hire	a	third	party	to	conduct	the	audit.	Will	you	attempt	to	do	the	audit	yourself,	or	will	you	hire	outside	the	organization?	Decide	who	is	responsible	for	what	tasks	if	it	is	a	joint	effort.	Set	expectations	for	your	evaluation	from	the	beginning.	Initially,	you
will	need	to	collect	all	the	relevant	data	that	has	to	do	with	what	you	are	auditing.	For	example,	you	can	use	data	from	your	ATS	if	you	are	auditing	your	recruitment	processes.	Make	sure	you	have	permission	to	use	the	data.	Take	the	time	to	organize	and	analyze	the	information	that	you	have	discovered.	Try	to	identify	any	potential	issues	and
opportunities	for	improvement.	For	example,	you	may	prevent	future	injuries	by	increasing	how	often	the	company	orders	PPE	for	workers.	First,	prioritize	the	most	problematic	areas,	for	example,	those	that	could	get	your	organization	into	the	most	legal	trouble.	Then	work	your	way	down	your	list	of	priorities	to	improve	processes	and	policies	that
are	weak	and	need	improvement.	Employees	will	be	interested	to	know	about	the	changes	and	improvements	that	you’re	making	to	HR	processes.	Find	ways	to	communicate	these	changes	to	them	and	ask	managers	to	update	employees.	Sure,	any	HR	audit	can	be	a	complex	process	that	can	also	be	time	and	resource-intensive.	However,	the	benefits
far	outweigh	the	effort.	You	can	redesign	your	company’s	processes	and	systems	that	can	support	business	objectives	and	goals.	Updated	6/2/23	HR	audits	are	an	essential	part	of	any	business	compliance	strategy.	By	regularly	reviewing	HR	policies,	practices,	and	procedures,	organisations	can	identify	and	address	potential	compliance	risks.
Auditing	the	HR	process	can	help	to	avoid	costly	legal	disputes,	protect	a	business’s	reputation,	and	create	a	fair	and	equitable	workplace	for	all	employees.	To	help	you	make	sure	you’re	running	a	tight	ship,	we’ve	outlined	below	the	step-by-step	guide	to	the	HR	audit	process,	from	planning	the	audit	to	implementing	improvements.	Throughout	this
article,	we	speak	to	a	selection	of	HR	experts,	auditors	and	consultants,	to	find	out	which	HR	mistakes	are	the	most	common,	and	how	you	can	fix	them.	What	is	an	HR	audit?	An	HR	audit	is	a	comprehensive	review	of	an	organisation's	human	resources	policies,	practices,	and	procedures.	It	is	designed	to	identify	areas	of	compliance	risk,	as	well	as
opportunities	for	improvement.	HR	audits	can	be	conducted	internally	by	the	HR	department,	or	externally	by	a	third-party	auditor.	The	purpose	of	an	HR	audit	is	to	help	organisations	ensure	that	they	are	in	compliance	with	all	applicable	laws	and	regulations,	and	that	their	HR	practices	are	fair	and	equitable.	HR	audits	can	also	help	organisations	to
identify	areas	where	they	can	improve	their	HR	processes	and	programs.	Why	are	HR	audits	important	in	business?	Overall,	HR	audits	are	an	important	tool	that	can	help	businesses	to	improve	their	HR	practices,	mitigate	risks,	and	comply	with	all	applicable	laws	and	regulations.	Let’s	take	a	closer	look	at	why	they’re	so	important:	Compliance:	HR
audits	can	help	to	ensure	that	businesses	are	in	compliance	with	all	applicable	employment	laws	and	regulations,	avoiding	costly	legal	disputes	and	penalties.	Risk	mitigation:	HR	audits	can	help	to	identify	and	mitigate	potential	risks,	such	as	discrimination,	harassment,	and	retaliation,	helping	to	protect	the	reputation	and	financial	health	of	the
business.		Best	practices:	HR	audits	can	identify	areas	for	improvement	in	HR	management,	helping	to	improve	the	efficiency	of	the	HR	department,	and	to	create	a	more	positive	and	productive	work	environment	for	employees.	Employee	morale	and	retention:	HR	audits	can	help	to	identify	areas	where	employee	morale	and	retention	are	low.	An
overview	of	a	typical	HR	audit	First,	let’s	clarify	exactly	what	an	HR	consultant	or	auditor	might	be	interested	in	looking	at:	Documentation	Recruitment	On	boarding	&	induction	Training	&	development	Performance	management	Compensation	&	benefits	Employee	relations	Process	efficiency	These	eight	areas	make	up	the	backbone	of	any	strong
HR	function,	which	is	why	they	are	normally	the	hot	points	for	HR	auditors	and	consultants.	So	it’s	no	surprise	that	the	most	common	HR	mistakes	tend	to	fall	into	these	categories.	Let’s	take	a	look	at	each	of	these	areas	in	more	detail.	1.	Documentation:	Key	documents	and	contracts	are	often	missing	or	wrong	One	of	the	most	expensive	mistakes	–	in
both	time	and	money	–	is	when	key	HR	documents	or	contracts,	such	as	employee	records,	are	missing	from	the	company’s	HR	system,	according	to	Nickie	Elenor,	Managing	Director	of	Your	HR	Lawyer.	“When	we	audit	their	HR	system,	they	are	missing	key	documents	like	contracts	of	employment,	proof	of	the	right	to	work	in	the	UK,	disciplinary
warnings,	notes	of	absence	reviews,	agreements	to	pay	back	training	fees	and	appraisals	notes”	she	says.	“And	if	they	do	have	the	documents,	they	are	rarely	as	good	as	they	could	be.”	Elenor	suggests	that	this	stems	from	HR	being	seen	as	more	of	a	‘lip	service’	function	for	some	organisations.	And	this	is	a	dangerous	game	to	play.	She	says	that	if
employers	do	not	create	and	store	their	HR	data	accurately,	then	they’ll	be	on	the	back	foot	if	a	situation	arises	that	requires	evidence.	2.	Recruitment:	Too	much	bias	in	the	recruitment	process	The	recruitment	process	can	be	filled	with	unconscious	bias,	which	can	lead	to	a	lack	of	diversity	and	missed	opportunities	to	hire	incredibly	qualified
candidates	who	do	not	fit	the	typical	idea	of	the	‘ideal	candidate’..	Although	you	think	your	recruitment	process	is	unbiased,	according	to	ex-recruiter	Taylor	Dumouchel,	you	probably	do	discriminate	–	whether	you	realise	it	or	not.	“People	are	unconsciously	drawn	towards	a	certain	gender,	age,	or	ethnicity”	says	Dumouchel,	who	now	works	for	Peak
Sales	Recruiting,	“but	the	truth	is	that	none	of	these	factors	translate	into	an	exceptional	employee.”	Dumouchel	says	that	unconscious	bias	during	recruitment	is	extremely	common	and	is	picked	up	often	during	HR	audits,	but	that	there’s	a	simple	fix.	You	need	to	adopt	the	blind	recruitment	method,	which	means	taking	out	all	identifying	information
from	applications.	“Implementing	blind	CVs	helps	us	to	conduct	an	objective	assessment.	Comparing	blind	career	profiles	allows	our	clients	to	conduct	a	more	apple-to-apples	comparison,	and	eliminates	bias.”	3.	Onboarding:	Contracts	not	issued	fast	enough	during	induction	HR	audits	also	consider	how	employees	start	their	journey	at	a	company
too.	Ensuring	that	the	process	is	compliant	with	UK	law	is	critical,	and	employers	usually	get	tripped	up	when	it	comes	to	onboarding	and	induction	timings	and	information.		For	both	Kevin	Smith	and	Linda	Marsh	–	senior	HR	consultants	at	Guardian	Support	–	the	biggest	issue	they	face	during	HR	audits	with	clients,	is	a	failure	to	promptly	issue	new
starters	with	employment	contracts.	“Often	we	find	that	the	employer	has	not	carried	out	a	proper	induction”	says	Smith,	explaining	how	necessary	employee	details	are	not	obtained,	no	contract	of	employment	is	issued,	and	new	employees	are	not	informed	of	company	rules.	“Consequences	of	this	are	that	where	there	is	a	later	dispute,	the	employer
cannot	show	the	terms	on	which	the	employee	was	employed.”	Marsh	advises	that	companies	issue	contracts	within	8	weeks	of	commencing	employment.	“The	Contract	of	Employment	sets	out	the	terms	of	the	employment	relationship”	she	explains.	“If	this	is	not	clear,	then	the	employer	can	face	difficulties	in	managing	the	employment	relationship,
and	potentially	leave	themselves	liable	for	an	award	of	2-4	weeks’	pay	on	top	of	any	successful	Employment	Tribunal	claim.”	ACAS	explains	that	while	a	verbal	contract	is	still	legally	binding,	you	are	required	by	law	to	provide	a	‘written	statement	of	particulars’	once	an	employee	has	been	with	you	for	two	months.	Source.	4.	Training:	Not	being	taken
seriously	Training	is	another	core	aspect	of	a	HR	audit	as	it’s	vital	for	employee	development,	and	training	programmes	ensure	employees	are	up-to-date	with	relevant	laws	and	regulations	such	as	workplace	safety	and	industry	specific	regulations.		For	Chere	Taylor,	President	of	Fulcrum	HR	Consulting,	the	biggest	bugbear	by	far	is	training.	Or
rather,	the	lack	thereof.	“The	lack	of	training	is	by	far	the	most	negligent	and	short-sighted	way	that	companies	fail	not	only	their	employees,	but	themselves	as	well”	explains	Taylor.	“Everything	from	initial	new	hire	on-boarding	to	harassment	and	manager	training	are	generally	viewed	as	a	nice-to-have…	but	not	really	necessary.”	Taylor	is	quick	to
remind	us	that	nothing	could	be	further	from	the	truth.	Employee	turnover	is	much	higher	in	companies	that	don’t	provide	training.	And	Taylor	adds	that	companies	get	sued	all	the	time	because	they	didn’t	provide	a	basic	level	of	attention	to	making	sure	their	people	know	what	they	are	doing!	5.	Performance	management:	Long-standing
performance	issues	get	ignored	Performance	is	closely	linked	to	overall	effectiveness	and	efficiency	of	an	organisation,	including	its	HR	department.	Performance	management	systems	will	certainly	be	considered	in	an	HR	audit	as	it	directly	affects	company	key	targets.	Additionally,	the	way	that	performance	issues	are	communicated	and	fed	back	to
employees	is	considered.	For	trusted	CIPD	partner	Bradfield	HR,	the	biggest	mistake	they	often	find	themselves	working	the	hardest	to	fix,	is	a	failure	to	appropriately	communicate	and	deal	with	long-standing	performance	issues.	“Many	employers	have	let	performance	problems	fester,	sometimes	for	years”	reveals	Caroline	Griffiths,	Managing
Director.	“The	impact	on	company	performance	is	great,	and	this	permeates	further	through	the	organisation	as	high	performing	staff	see	underperforming	colleagues	‘getting	away	with	it’.”	The	solution,	Griffiths	advises,	is	to	tackle	performance	issues	as	soon	as	they	arise,	making	sure	to	apply	sound	investigative	skills,	and	best-practice	processes.
Martine	Robins	–	an	expert	with	25+	years’	practical	HR	experience	So	what	about	the	other	areas	an	HR	consultant	might	investigate?	To	help	you	with	the	rest	of	the	HR	audit	checklist,	we	asked	for	a	bit	of	advice	from	experienced	HR	expert	Martine	Robins.	Robins	runs	the	HR	Dept	Woking	branch,	and	is	a	Chartered	Fellow	with	the	CIPD.	Her
experience	covers	all	angles	of	HR,	including:	Employment	law	People	management	Disciplinary	and	grievance	Training	and	development	Policy	writing	Robins’s	HR	wisdom	is	often	shared	by	media	platforms	such	as	The	Telegraph.	So	we	decided	to	ask	if	she	could	help	me	understand	the	biggest	mistakes	that	are	coming	up	in	HR	audits,		in	terms
of	compensation,	employee	relations,	and	process	efficiency.	6.	Compensation	&	benefits:	Employers	are	failing	to	pay	at	least	the	minimum	wage	One	of	the	biggest	compensation	stumbling	blocks,	according	to	Robins,	is	basic	compliance.	In	particular,	compliance	in	making	sure	you’re	paying	the	minimum/living	wage.	“This	mistake	is	often	due	to	a
lack	of	knowledge	or	awareness”	explains	Robins,	adding	she	speaks	to	many	employers	who	think	“it	does	not	apply	or	can	be	avoided.”	At	the	time	of	publishing	this	article,	the	National	Living	Wage	(also	called	the	National	Minimum	Wage)	was	set	at	£10.42	per	hour,	for	employees	aged	23	and	over.	You	can	keep	up	with	current	rates	on	the
government’s	website	here.	Also,	try	not	to	confuse	this	with	the	‘Real	Living	Wage’	–	also	called	the	‘Voluntary	Living	Wage’	–	which	is	not	a	legal	requirement,	but	aims	to	set	a	more	realistic	rate	of	pay	based	on	what	people	really	need	to	live.	7.	Employee	relations:	Managers	need	to	follow	processes	and	document	conversations	When	it	comes	to
employee	relations,	too	many	managers	fail	to	follow	appropriate	processes.	They	also	fail	to	document	important	conversations,	such	as	disciplinary	hearings.	“Typically,	there	are	clearly	stated	legislative	frameworks	for	such	areas	that	companies	are	legally	obliged	to	adopt”	Robins	explains.	“Unfortunately,	there	are	occasions	when	these
processes	are	not	properly	followed,	and	this	is	when	companies	put	themselves	at	risk	of	legal	action.”	Robins	remarks	that	the	simple	act	of	documenting	these	kinds	of	conversations	often	stops	the	issue	going	further.	And	when	it	does	go	further,	it	is	the	absence	of	this	documentation	that	often	leads	to	claims	being	awarded	in	the	employee’s
favour.	8.	Process	efficiency:	HR	departments	tend	to	stick	to	what	they	know	When	it	comes	to	running	an	efficient	HR	department,	the	biggest	hurdle	is	the	tendency	to	‘stick	with	what	we	know’	rather	than	adopt	new	HR	processes.	There	a	number	of	reasons	why	companies	often	keep	whatever	feels	comfortable:	Big	companies	find	change
tortuous,	because	of	the	need	to	convince	stakeholders	Smaller	companies	may	find	it’s	a	question	of	affordability	For	some	companies,	it’s	simply	an	emotive	decision	–	they	don’t	like	to	feel	they’re	leaving	something	behind	“Continuous	improvement	has	to	be	a	constant	process	in	any	department,	in	all	businesses,	regardless	of	size”	she	advises.
“The	investment	made	in	good	change	initiatives	–	such	as	HR	automation	technology,	or	new	payment	methods	–	is	often	recouped	very	quickly,	because	it	stabilises	and	de-risks	your	processes.”	What	you	can	do	to	prepare	for	a	HR	audit	There	are	a	few	things	you	can	do	right	now	to	get	your	company’s	HR	function	into	top	shape.	This	won’t	solve
every	problem	you’ve	ever	encountered	but	it’ll	certainly	help	improve	your	HR	function:.	Check	that	every	single	existing	employee	has	a	contract	of	employment.	Ask	your	recruiters	to	consider	a	blind	CV	test	the	next	time	they	hire	somebody.	Design	a	quick	automatic	process	that	issues	an	employment	contract	each	time	you	add	a	new	starter	to
your	HR	system.	Revisit	a	handful	of	employee	records,	and	check	for	training	gaps	–	if	you	find	any,	start	a	more	thorough	review.	Check	your	performance	review	process,	and	make	sure	it	contains	regular	follow-ups	–	not	just	an	annual	interview.	Make	sure	every	single	employee	is	receiving	at	least	the	National	Living	Wage.	Find	out	when	your
last	HR-employee	interaction	was.	Can	you	find	the	documentation	that	accompanies	it?	If	not,	re-consider	your	protocol.	HR	audits	are	crucial	in	helping	organisations	ensure	that	they	are	in	compliance	with	all	applicable	laws	and	regulations,	so	it’s	important	that	your	HR	processes	are	up	to	date	and	compliant.		One	of	the	best	ways	to	keep	your
HR	department	running	smoothly	and	complying	with	UK	laws	is	with	HRIS	software.	It	does	this	by	automating	the	management	and	updating	of	legal	and	regulatory	requirements,	as	well	as	improving	the	efficiency	of	overall	HR	department	processes.	Try	our	HR	software	free	trial	today	and	see	all	the	different	ways	your	HR	department	can
improve.	Is	your	team	conducting	regular	HR	audits?	Ineffective	HR	processes,	systems,	and	policies	can	hurt	your	business.	If	these	factors	are	not	continually	monitored,	a	business	can	find	itself	on	the	wrong	side	of	employment	laws.	Like,	facing	stiff	penalties	for	not	having	an	employee	safety	program.	Conducting	an	HR	audit	helps	ensure	you
are	setting	your	employees	and	your	business	up	for	long-term	success	and	compliance.	Maybe	it’s	been	so	long	since	you’ve	participated	in	an	HR	audit	that	you’ve	forgotten	how	beneficial	this	can	be	for	your	organization.	Especially	as	we	round	the	corner	in	a	post-pandemic	world,	a	lot	of	things	can	change	quickly	in	a	business	with	its	people.
This	requires	taking	a	quick	step	back	and	evaluating	where	the	organization	is	headed	in	terms	of	human	capital	management.	For	a	structured	approach	to	reviewing	and	optimizing	your	HR	processes,	download	our	HR	Audit	for	People	Processes	Guide	&	Template	and	get	the	tools	you	need	to	focus	on	what	truly	matters.	ContentsWhat	is	an	HR
audit?Why	conduct	an	HR	audit?When	should	you	conduct	an	HR	audit?Types	of	HR	auditHR	audit	template	&	guide7	steps	for	an	effective	HR	audit	process	An	HR	audit	reviews	the	human	resource	processes	and	policies	to	identify	areas	that	may	need	improvement	and	what	areas	are	performing	well.	Organizations	can	use	an	HR	audit	to	ensure
compliance	and	align	HR	programs	with	business	objectives.	They’re	making	sure	that	these	processes	truly	contribute	to	organizational	performance.	A	human	resource	audit	is	akin	to	an	internal	process	audit.	Simply	put,	it’s	like	giving	your	human	resource	department	a	report	card	of	how	effective	it	is.	Running	an	audit	of	your	HR	department
also	catches	areas	of	non-compliance	to	reduce	the	risk	for	the	business.	Essentially,	an	HR	audit	is	an	opportunity	to	tighten	up	processes	so	that	aspects	like	recruitment,	retention,	onboarding,	training,	salary	and	compensation,	payroll,	and	performance	management	all	get	the	attention	they	need.	It	might	seem	like	a	lot	of	work.	After	all,	don’t
you	already	have	a	lot	on	your	plate	trying	to	recruit	and	retain	employees	and	then	making	sure	they	perform?	However,	continuously	improving	your	HR	processes	helps	you	ensure	not	only	that	they	are	compliant	with	laws	and	regulations	but	also	that	they	help	your	workforce	and	your	organization	become	more	successful.	Based	on	an	image
from	Dutch	Modern	Academy.	The	goals	of	an	HR	audit	are	manifold.	While	not	mandatory,	every	area	of	HR	that	is	reviewed	benefits	from	having	made	this	effort.	According	to	Mark	S.	Floyd,	partner	with	the	Cleveland	law	firm	Walter	and	Haverfield,	“Audits	examine	the	effectiveness	of	the	HR	department’s	current	policies,	procedures,	and
systems	as	they	relate	to	the	latest	changes	and	developments	in	labor	and	employment	law.”	Moreover,	he	adds,	“senior	leadership	relies	heavily	on	[the	HR]	department	to	ensure	that	the	company’s	overall	business	strategy	is	consistent	with	the	many	complex	laws	and	regulations	that	govern	the	workplace	environment.”	Not	convinced	yet?	Here
are	some	reasons	why	HR	audits	should	be	a	priority	at	your	organization.	A	thorough	HR	audit:	Improves	processes	and	policies	that	impact	employees.	An	HR	audit	is	a	chance	to	improve	areas	of	your	processes	and	policies	that	have	the	biggest	impact	on	employees.	This	empowers	workers,	helps	retain	them,	and	ultimately	makes	for	a	stronger
company.	Ensures	corporate	compliance.	Never	take	for	granted	that	your	policies	are	compliant	with	all	the	laws.	There	are	new	employment	laws	and	changes	to	the	laws	occurring	all	the	time.	In	order	to	get	and	remain	compliant	and	avoid	unwanted	lawsuits,	you	must	be	ahead	of	the	game	with	HR	compliance	audits	that	identify	any	potential
risk	areas.	Makes	HR	data	meaningful	and	strategic.	Put	all	that	HR	data	to	good	use	by	connecting	it	with	the	reality	of	your	HR	policies	and	procedures.	Helps	prevents	adverse	impact	in	employment	practices.	You	can	mitigate	problems	with	disparate	impact	on	candidates	in	recruitment,	and	on	candidates	in	salary	and	compensation,	succession
planning,	and	generally,	throughout	the	employee	lifecycle,	by	doing	audits.	Creates	equitable	and	fair	compensation.	During	your	financial	audits	and	compensation	analysis,	it	can	also	be	a	good	practice	to	audit	how	equitable	and	competitive	your	salary	and	compensation	packages	are.	This	can	support	recruitment	and	retention	efforts	and	also
avoid	complaints.	Identifies	inefficiencies	in	systems	and	practices.	At	the	very	least,	HR	audits	can	help	to	discover	any	practices	or	systems	that	are	not	efficient.	Redundant	tasks	or	processes	that	are	too	lengthy	can	cause	mistakes	to	happen.	Don’t	wait	for	issues	to	come	up	before	you	conduct	an	HR	audit.	Taking	a	proactive	approach	is	always
better	than	a	reactive	one.	Lauren	Brown,	aPHR,	a	contributor	to	the	Bernard	Health	blog,	shares,	“The	best	time	of	year	to	conduct	an	audit	will	depend	on	the	organization’s	needs	and	schedule.	A	slower	time	of	year	might	be	more	productive	than	the	organization’s	busy	season.	Likewise,	the	end	or	beginning	of	the	year	can	help	an	organization
benchmark	improvements	year	over	year.”	Choose	the	time	of	year	that	is	most	convenient	for	your	organization	and	workload.	There	are	multiple	types	of	HR	audit	you	may	conduct,	each	focusing	on	a	specific	area	of	the	organization’s	human	capital.	You	can	choose	to	run	the	audit	by	creating	a	committee	of	internal	HR	professionals	(checking	an
area	they	don’t	usually	handle),	or	you	may	decide	to	utilize	a	third-party	HR	audit	service.	You	can	choose	to	conduct	a	general	HR	audit	which	allows	you	to	assess	which	people	processes	at	your	organization	need	immediate	attention.	Download	your	HR	audit	template	here.	Depending	on	your	organization’s	needs,	you	might	want	to	go	more
granular.	Here	are	the	various	types	of	HR	audit	you	will	want	to	conduct:	Records	auditI-9	auditAudit	aimed	at	ensuring	ongoing	compliance	with	employer	sanction	provisions	of	the	Immigration	and	Nationality	Act	(INA).Employee	filesAre	your	employee	files	in	a	locked	and	secure	location,	and	digital	personnel	files	encrypted	and	secure?Payroll
recordsDo	you	maintain	detailed	payroll	records	and	who	has	access	to	them?Records	retentionHow	long	are	you	storing	employee	records	and	are	you	adhering	to	the	rules	for	records	retention?	HR	functions	auditRecruitment	and	hiring	Do	you	maintain	records	of	recruitment	efforts,	from	advertisements	to	interviews	and	hiring	practices?	Do	you
meet	Affirmative	Action	requirements?Onboarding	practicesHow	new	employees	are	onboarded	matters.	What	kind	of	structure	does	your	onboarding	program	have?	Do	you	get	feedback	from	your	new	hires?Compensation	and	salaryMake	sure	your	compensation	and	salary	is	competitive,	and	ensure	different	groups	of	employees	are	paid	the	same
wages	for	equivalent	jobs.	Also	determine	if	you	are	classifying	employees	correctly	as	salaried/hourly,	full-time	employees,	part-time	workers,	or	independent	contractors.Performance	and	trainingHow	do	you	conduct	performance	evaluations	and	what	kind	of	training	support	is	offered?	Legal	compliance	auditEEOCDo	you	adhere	to	EEOC
guidelines?	Are	there	any	potential	violations?Fair	Labor	Standards	Act	(FLSA)Do	you	comply	with	FLSA,	minimum	wage	laws?Family	and	Medical	Leave	Act	(FMLA)What	is	your	process	for	reviewing,	approving,	and	monitoring	FMLA	requested	leaves?Americans	with	Disabilities	Act	(ADA)Do	you	offer	opportunities	to	workers	with	disability	in
accordance	with	ADA?Benefits	Do	you	offer	access	to	affordable	healthcare	benefit	packages	if	required?	How	do	you	manage	COBRA?	Policies	auditProgressive	disciplineIs	your	disciplinary	process	clear,	consistent,	and	in	writing?Termination	policyIs	your	termination	policy	in	line	with	state	at-will	employment	laws?PTO	policyDo	you	offer	paid
time	off	to	all	your	eligible	workers?	Safety	auditOSHA	hazardsDo	you	maintain	an	OSHA	log?	Do	you	take	steps	to	maintain	a	safe	workplace,	including	training?MSDS	Is	your	workplace	equipped	with	an	MSDS	book	and	do	employees	know	where	to	find	it?PPEDo	you	provide	adequate	personal	protective	equipment,	including	uniforms	as	needed?
An	HR	audit	helps	you	assess	your	people	processes	to	spot	strengths	and	areas	for	improvement.	This	HR	Audit	for	People	Processes	Guide	&	Template,	available	for	download	in	both	PDF	and	PPTX	formats,	makes	it	easy	to	review	key	areas	like	recruitment,	onboarding,	and	compliance.	Simply	follow	the	guide,	fill	in	your	audit	details,	and	get	a
clear	overview	of	where	your	HR	practices	stand.	DOWNLOAD	HR	AUDIT	TEMPLATE	&	GUIDE	Wondering	how	to	conduct	an	HR	audit?	Here	is	a	handy	HR	audit	checklist	to	get	you	started:	As	we’ve	mentioned	above,	there	are	many	different	types	of	HR	audits	that	you	can	focus	on.	For	this	purpose,	however,	you	will	want	to	clearly	specify	the
audit	goals	for	your	organization.	Don’t	try	to	do	everything	at	once.	Set	a	timeline	for	completion.	Check	out	our	detailed	HR	Audit	Guide	with	a	downloadable	HR	audit	template	to	make	your	auditing	process	easier.	The	only	way	to	make	a	lasting	change	that	will	positively	impact	your	organization	is	to	ensure	that	you	get	your	executive
management	team	on	board.	You	will	need	their	support,	especially	if	you	request	to	hire	a	third	party	to	conduct	the	audit.	Will	you	attempt	to	do	the	audit	yourself,	or	will	you	hire	outside	the	organization?	Decide	who	is	responsible	for	what	tasks	if	it	is	a	joint	effort.	Set	expectations	for	your	evaluation	from	the	beginning.	Initially,	you	will	need	to
collect	all	the	relevant	data	that	has	to	do	with	what	you	are	auditing.	For	example,	you	can	use	data	from	your	ATS	if	you	are	auditing	your	recruitment	processes.	Make	sure	you	have	permission	to	use	the	data.	Take	the	time	to	organize	and	analyze	the	information	that	you	have	discovered.	Try	to	identify	any	potential	issues	and	opportunities	for
improvement.	For	example,	you	may	prevent	future	injuries	by	increasing	how	often	the	company	orders	PPE	for	workers.	First,	prioritize	the	most	problematic	areas,	for	example,	those	that	could	get	your	organization	into	the	most	legal	trouble.	Then	work	your	way	down	your	list	of	priorities	to	improve	processes	and	policies	that	are	weak	and
need	improvement.	Employees	will	be	interested	to	know	about	the	changes	and	improvements	that	you’re	making	to	HR	processes.	Find	ways	to	communicate	these	changes	to	them	and	ask	managers	to	update	employees.	Sure,	any	HR	audit	can	be	a	complex	process	that	can	also	be	time	and	resource-intensive.	However,	the	benefits	far	outweigh
the	effort.	You	can	redesign	your	company’s	processes	and	systems	that	can	support	business	objectives	and	goals.	HR	must	always	include	human	intelligence	and	oversight	of	AI	in	decision-making	in	hiring	and	firing,	a	legal	expert	said	at	SHRM24.	She	added	that	HR	can	ensure	compliance	by	meeting	the	strictest	AI	standards,	which	will	be	in
Colorado’s	upcoming	AI	law.


