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Abstract: The article deals with human resource management and selected personnel indicators in
sustainable development. The main goal of this paper is to analyse and describe human resource
management focused on audit of workload, motivation of employees, the competence of staff, their
knowledge and experience. The article shows how the selected personnel indicators are examined
in selected establishments of multinational company in Slovakia, as an attractive employer inter-
ested in growth of its employees, thus employer branding. For research methods, a case study meth-
odology is used. Data collection was carried out through a questionnaire survey with employees in
the company as well as an interview with sale advisors and managers. The research aimed to point
out a case study of the investigation of selected personnel indicators in human resources manage-
ment in a selected company and to examine the perception of the performance of employees in
connection with their financial evaluation and their satisfaction in the selected company with an
impact on employees” performance. Furthermore, the research aimed to determine whether there
was a dependence between the subjectively perceived performance of the employees and selected
aspects. Further indicators were calculated, such as employment rate, proportion of wasted time
and labour productivity.
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1. Introduction

Nowadays, negative trends in the economies of some countries are forcing
organisations to look for ways to increase the effectiveness of human resource
engagement. [1] The global financial and economic crisis, and Covid-19 pandemic has in-
tensified the human capital's focus and its effective management. [2] sees human re-
sources as the most important assets and valuable resources in terms of business perfor-
mance. According to the authors [3], we define the issue of human resource management
as a philosophy that creates incalculable value for the company. Human resource practices
are considered valuable because they strengthen the company's performance. The analy-
sis of [4] emphasizes areas which are the key to the development of the organization, hu-
man capital, measurement and audit, internal and external communication, infrastructure
and technology. With the rise of globalization, it is necessary to define the concept of in-
ternational human resource management. It represents the broader issue of human re-
source management focused on multinational companies and the management of cross-
cultural work procedures, with an orientation to the development and maintenance of
functions and processes associated with the issue of human resource management [5]. [6]
claim that the following human resources management activities are most common in
practice: creation of work systems, recruitment of employees, education of employees,
replacements and compensations, implementation of new activities. Companies which re-
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alise efficient use of human resources can benefit their company in the form of cost reduc-
tion and increased profits. For this reason, when selecting potential employees, companies
are increasingly focusing on people's experience and competencies in light of the compa-
ny's goals and objectives [7]. Thanks to their knowledge, experience and skills, the com-
pany's market value increases. In general, the term personnel policy is associated with
personnel strategy, which defines strategic and corporate goals, that the company wants
to pursue in the future [8]. Employees, who are also sufficiently motivated and rewarded,
represent a competitive advantage for the company. [9] Getting comprehensive infor-
mation about the atmosphere among employees, process reserves and performance ca-
pacities, as well as risks, negatives and weaknesses of the company is realized by person-
nel controlling (Figure 1). [10]

Audit of human resources

T Personnel standards

Personnel indicators Qualitative inquiry of staff

Figure 1. Personnel Controlling. [10]

Personnel audit - a strategic tool of personnel controlling to provide feedback and at
the same time serves to evaluate the current state of human resources management in the
company. With the help of human resources audit we get a broader control of the results,
as well as the efficiency and effectiveness of personnel management. Examples of the fo-
cus of a human resources audit: search for opportunities to optimize the process of re-
cruiting and selecting employees, audit of employee performance evaluation, audit of the
current evaluation system. [11]

Audits from the focus point of view are carried out in practice at different levels. In
companies, we may encounter, for example, financial, managerial or personnel audits.
[12]. In practice, we encounter different types of audits, not all of which are mandatory
for an organisation. Some audits are legally required, e.g. accounting audits. There are
non-mandatory audits that are carried out on the initiative of the organisation, such as a
personnel audit [13]. We recognise also audit of employees satisfaction, audit of the use
of the working time fund audit of staff stability and turnover, audit of interpersonal com-
munication, audit of the strengths and weaknesses of individual workers, etc. We divide
according to the scope of activities partial audit or specialized audit. By type of audit, we
recognise internal audit and external audit. [14] HR audit is a tool through which we can
independently assess the quality of human resources, the level of personnel management
and the effectiveness of the organizational structure of the company. The HR audit can
result in specific recommendations concerning key employees of the company, such as
managers, for example. Based on the results of the audit, the company is able to make
changes at the organizational level [15]

Personnel indicators - are aggregate variables that express the relationship between
several variables. A prerequisite for effective HRM indicators is establishing criteria (e.g.
optimum level, height, standard) against which their fulfilment can be assessed.

Auditing is the collection and evaluation of evidence to determine and report on the
degree of correspondence between information and established criteria [16]. Thanks to the
personnel audit, the management of the company obtains information on the basis of
which the company can manage its activities more effectively and also work more effi-
ciently with the available human resources. [17].
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The personnel audit assesses the company's personnel policy. It collects and evalu-
ates information on whether the company's personnel policy is set correctly and effec-
tively. It is based on monitoring the procedures and specific activities of the company.
These procedures of the company should be in accordance with the specific plan of the
company, but also with its corporate culture [8].

In stage 0 the decision to conduct a personnel audit must be based on the set goals.
The preparatory phase involves the collection of data, based on an interview, question-
naires, observation, self-assessment, etc. Proposals for the company are processed through
an evaluation audit report, measures and calculation of costs associated with the imple-
mentation of measures. The last phase is the implementation of the measure into practice.
Based on the results of the audit, the company can make important decisions. It is neces-
sary to repeat the audits at regular intervals, approximately once every two years. Such
recurring audits not only provide feedback for the company regarding benefits from the
introduction of measures. (Figure 2). [18].

The decision to
conduct a
personnel audit

Selection of the
Preparatory phase AR
e

.

Figure 2. Audit process.

One of the decisive prerequisities [19] for the effective fulfilment of the objectives of
an organization’s development strategy is the quality and optimal structure of the human
resources. The starting point for HR is relevant and objective information obtained
through HR audits. This can be carried out continuously.

The proper and efficient functioning of a company is largely influenced by its em-
ployees. There is no single definition of the term personnel audit, but many opinions agree
that personnel audit is a human resource management tool. A personnel audit provides a
company with valuable formation needed to improve management and assess the com-
pany's personnel situation. Continuous improvement of intra-company employee rela-
tions can help a company remain competitive or reduce the amount of employee turnover
in the company. Personnel auditing is an important activity in the management of a com-
pany. Although it is a costly and time-consuming process, it has its justification in every
company, regardless of its size and structure. It is important to recognise that the money
spent on personnel audits is ultimately of great value to the company.

2. Materials and Methods

The selected company operates in the field of manufacturing industry and it is a mul-
tinational company and it tends to grow in the future. Currently, the multinational com-
pany owns 5,076 establishments in 65 countries. The survey was conducted using a quan-
titative method, in the form of a questionnaire survey using Google form, further by ob-
servation, expert interviews with human resources managers. The employees represented
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the target group involving 64 sale advisors, managers of first level. In our survey we col-
lected data from employees from two operations of the company. Considering the fact
that the compliance of respondents during the Covid-19 pandemic was lower in this pe-
riod, and many employees had to be released because of lower turnover and fewer clients.
The survey aimed to analyse human resource management focused on the process of hu-
man resource management and audit the competence of staff and the actual use of their
knowledge and experience in the company as well as sufficient motivation of employees.
The level of reliability was determined at 95%, with a standard deviation 0.5, and a confi-
dence interval 10%. The number of employees in two selected establishments reached 64.

The survey was performed from March to April 2021. The electronic questionnaire
consisted of 18 questions, verbal scale (Likert scale), and open items. The obtained data
were processed using automatic processing of Google Form and Microsoft Excel. We mon-
itored the dependence of ordinal variables and binary variables. The tools of descriptive
statistics were used. To verify the hypotheses, the "Fisher test" and the "Chi-square test"
were used to calculate the test statistics.

The size of the research sample was determined by the exact statistical calculation
quantified based on the relationship:

_ Z2@10op)  _ 196%:0,5+(1-05) _

n " 0052 = 384,16 respondents 1)
384,16
Newn =n/(1+ (n—1)/pop)n ng,, = PP e 54,89 respondents

64

Where n represents the minimum number of respondents, p — the percentage of re-
spondents who know or do not know the issue — the maximum error specified by us (p-
admissible gauge margin 0.5 %), z — the critical value of normal distribution at significance
level o= 0.05 (95% estimation reliability).

The respondent size sample was according to equation 54, the level of significance
was set to be 0.10, which corresponds to a 90% confidence interval. Therefore, a repre-
sentative sample should be 54 respondents, where pop - represents the population size .
The questionnaire was sent to 64 managers. A total of 54 valid questionnaires returned,
which meant a return of 84.4%.

In terms of the age structure of respondents, following age categories in the age of 22
to 25 years 36 % in the company. The second largest sample of respondents is the age
category from 26 to 29 years in 24 %, from 18 to 21 years. The rest of the respondents (24
%) was between at the age of 18 to 21 (24 %) respondents. The majority of respondents
were sales advisors, department managers, visual managers and store managers. In the
survey the sample consisted of 13 % men and 87 % women. The company employs the
most people with completed secondary education with a high school diploma - up to 67
%. 17 % of employees have obtained a first-level university education and 7 % of employ-
ees have a second-level university education degree.

63 % of the interviewed employees have been employed by the company for one to
two years. 24 % of employees have been working for the company for less than one year.
Only 2 % of employees can be considered long-term, as they have been working for the
company for more than 5 years. 63% of the interviewed employees have been employed
by the company for one to two years. 24 % of employees have been working for the com-
pany for less than one year. Only 2 % of employees can be considered long-term, as they
have been working for the company for more than 5 years.

To test the hypotheses, the SPSS program was used. We processed the Fisher's exact
test, because it was not possible to use the Chi-square test of dependencies due to the low
frequency of some answers. In evaluating this test, we set a significance level of o = 0.05

3. Results
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The aim of the questionnaire survey was to obtain data from the employees' perspec-
tive on the company. We focused on information regarding their satisfaction with the
company in Terms of workload, benefits and motivation from the employer. 54 employees
were questioned as part of the survey and the return rate of the questionnaires was 84.4
%. The questionnaire survey focused on employees' opinion of the company.

Up to 63% of employees are of the opinion that the amount of assigned work corre-
sponds to their salary. 17% of employees feel that they sometimes do not have enough
work and therefore do not use their full potential. Conversely, 15% of employees feel too
much work load on certain days or hours. Only 5% of employees feel constantly over-
worked and believe that an additional employee is needed.

As part of a questionnaire survey, we found out whether employees feel that their
work allows them to use their abilities, education and skills. 87 % of employees answered
positively and only 7 % of employees disagreed with this statement.

Furthermore, we investigated the most common reasons for the inability of employ-
ees to fully utilize their potential. Most employees said that the lack of customers prevents
them from doing so. Another influencing factor was lack of experience and insufficient
motivation on the part of the employer. Based on these results, we can say that it is neces-
sary to ensure sufficient knowledge of work procedures and increase motivation on the
part of the employer (Figure 3).

| am not able to use my full potential at work
because it prevents me from doing so:

lack of customers I
lack of motivation N
lack of qualification I
lack of knowledge of working procedures |
Lack of experience  INEG_
Negative relationship with superiors W
Nothing I

0 5 10 15 20 25 30

Figure 3. The use of potential in employees.

The company places great emphasis on regular feedback from superiors, which we
can also notice based on the development of images of employees' working days. 87 % of
respondents said that feedback from their supervisor is also important for them, so that
they can continuously improve their work. Considering the company's policy and their
emphasis on following established procedures, we can say that the company has its tactics
set correctly. As many as 93 % of employees answered that they receive regular feedback
from their superiors.

The financial evaluation of employees is one of the most important motivating factors
for employees to perform. 50 % of employees are completely satisfied with their financial
compensation and up to 35 % of employees are rather satisfied. A total of 15 % of employ-
ees show dissatisfaction with financial compensation (Figure 4).
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What motivational factors are important
at the required level?
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Figure 4. Motivational factors of employees.

Furthermore, we investigated which motivation factors influence the work perfor-
mance of employees at most. Based on the obtained data, we can claim that the most mo-
tivating factor is salary. On the other hand, the company's employees consider the per-
sonal growth, their personal evaluation and the possibility of their career growth also as
further motivation factors.

According to the survey respondents were provided with sufficient information
about the employees' opinion of their work. The majority of employees completely agreed
with the opinion that their work team is: energetic, communicative, well-coordinated, pro-
fessional. To be familiar with the company's visions and goals is very important for the
company. Also for this reason, new employees have an obligation to familiarize them-
selves with the company's goals and must control these goals and visions in practice. Ac-
cording to the survey 59 % of employees claim that they knew the goals and visions of the
company, on the contrary, up to 41 % of employees do not have sufficient knowledge
about this issue.

It is also important that employees are identified with the goals and visions of the
company. Otherwise, we can observe a negative impact on employees in the performance
of their work. According to the survey 48 % of employees did not identify with the com-
pany's visions and goals, which represents a very significant result that needs to be ex-
plored in depth. Such a result represents the possibility that employees do not share the
corporate culture of the company, which can affect the effectiveness of their work.

The relationship with the company is an important factor affecting employee satis-
faction. 35 % of employees are proud to work for this company. 30 % of employees are
happy to have at least some work and 26 % have a neutral attitude towards the company.
In the results, 9 % of employees admitted that they do not like to talk about working for
this company.

The company provides its employees with various financial and other benefits as a
form of employees’ motivation. Other benefits, the company organizes regular team
building for employees. An important motivating factor is also the improvement of qual-
ifications through internal employee training. Financial benefits in practice have a much
greater impact on employee satisfaction, which is why the company mainly provides em-
ployees with meal tickets and allowances for recreation after two years of employment.
Apart from the statutory contributions, the company offers employees the possibility of a
contribution to supplementary pension insurance and a holiday contribution in the case
of employees who have worked for the company for at least 2 years.

Career growth is a factor that affects the number of long-term employees in the com-
pany. If employees feel that they have nowhere to move, their productivity and intrinsic
motivation will gradually decrease. However, up to 62% of respondents are of the opinion
that the company allows them to grow their career within the company. 25 % of respond-
ents could not answer this question and 13 % of employees think that the company does
not provide them with such an option.

The recommendation of the company is a form of positive sign for the company.
However, such a recommendation will often provide companies with the right people for
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various job opportunities. Up to 71 % of respondents would recommend the company as
an employer to other people. 12 % of respondents said that they would not recommend
the company as an employer.

Based on the respondents’ answers, we can claim that the company does not perform
regular personnel audits within the company. As many as 59% of respondents confidently
claim that they have not been part of a personnel audit in the past. Although 41% of the
respondents could not answer this question, based on these answers we can assume that
the personnel audit in the company did not take place during the duration of their em-
ployment relationship.

Following questions from the inquiry were analysed:

e Workload of employees during the day for respondents.
e Share of unnecessary loss of time caused by the employee.
e Share of unnecessary loss of time caused by technical and organizational deficiencies.

e Share of the possible increase in labor productivity after the removal of unnecessary time
consumption caused by the employee.

e Share of the possible increase in work productivity after the elimination of unnecessary
time consumption caused by technical and organizational deficiencies.

o The total percentage of the possibility of increasing labor productivity.

The following table shows the calculations of individual indicators, on the basis of
which we can evaluate the use of the shift time of the selected employee (Table 1).

Table 1. Selected personnel indicators in employee’s performance.

Title 1 Sample Calculation Result
T1+T2 T1+T2

== = — 96,279

Workload in employee (K1) x T x100 x T *100 &
Proportion of time wasted caused by an T2"—T2+TD 49-30+40
—c-er e 2T 3,739
employee (K2) X T *100 * 510 <100 &
Proportion of time wasted
. o TE 19
caused by technically- organizational = x100 == x100 3,73%

shortcomings (K3)

The share of the possible increase in labor
productivity from the elimination of un-
necessary time consumption caused by the  x
employee (K4)

T2"—T2+TD 49-3040
= T—(T2 -T2+ 71D +TE)x100 *=s0-@-30+0+ 190 4/03(%)

Share of the possible increase in labor
productivity after the elimination of un-
necessary time consumption caused by x
technical and organizational deficiencies
(K5)
Total percentage of potential for produc-
tivity improvement (K6)

TE 19
:T—(TZ'—T2+TD+TE)x100 *=T0-@ 3070719 4,03%

K4+K5 4,03+4,03 8,05%

Workday snapshot evaluation

The company has set a weekly work pool of 40 hours, which varies according to the
employee's working hours. In the following section, we evaluated the snapshots of the
working days of the managers. The aim was to get an overview of the employees' work
routines in order to be able to analyze thoroughly their workload and, if necessary, to
define losses that can be eliminated and thus make the employees' working time more
efficient. Based on the data collected on Employees working activity, we then tabulated
these times and expressed the individual work time and rest time as a percentage. We


https://doi.org/10.20944/preprints202208.0290.v1

Preprints (www.preprints.org) | NOT PEER-REVIEWED | Posted: 16 August 2022 d0i:10.20944/preprints202208.0290.v1

then compared this data with the standardized times to be able to compare the efficiency
of the employee's work.

The following table shows the calculations of the individual indicators that allow us
to evaluate the use of shift time of employee one. The employment rate of employee A is
at 96.27 %, which is in fact a positive result. The proportion of unnecessary time lost on
the part of the employee and the employer is the same - it represents 3.73 % of working
time. After eliminating the errors that cause unnecessary loss of time it is possible to in-
crease the employee's productivity by 4.03 %. In total, we can increase labor productivity
by up to 8.05 %. The survey shows that the majority of employees were satisfied with their
work in the company. The majority of employees consider their workload to be average,
which is related to the fact that they are satisfied with the financial evaluation of their
work. The biggest motivation for employees was their salary, possible career growth and
personal evaluation. The biggest shortcomings can be observed in the question of whether
the employees are identified with the company's visions and goals. The company attaches
great importance to the fact that employees know and are identified with the company
culture, not all employees are familiar with the company.

The survey also shows that employees are not able to use their skills and experience
fully, mainly due to lack of motivation of procedures and lack of customers. 3All these
reasons are an obstacle especially on the part of the employer, and for this reason it is
necessary to create an environment that will allow employees to develop and improve
their skills. We evaluated the dependencies of the individual answers of the respondents.

In the frame of the research, hypotheses were set:

o Is there a statistically significant difference between workload and length of employment
of the employee.

o s there a statistically significant difference between length of employment and getting
feedback from the chief

o s there a statistically significant difference between completed educational activities and
financial evaluation of employee.

o s there a statistically significant difference between length of employment and career
growth opportunity

o Is there a statistically significant difference between the type of employment relationship
and the inability of employees to use their potential

o Is there a statistically significant difference between type of employment and workload are
independent.

o Istherea statistically significant difference between workload and employee financial com-
pensation.

The first hypothesis was set as follows:
Ho: The variables workload and length of employment are independent variables.
Hi: The variables workload and length of employment are independent variables.

An important indicator in this test is "Exact Sig. (2 - sided)", based on which, we ac-
cept or exclude the Ho or Hi hypothesis. The value of the indicator is lower than the sig-
nificance level a and therefore we reject the hypothesis Ho, which means that we consider
the selected variables as dependent. We can conclude that the employees gain practice
during the years of employment and attending the training programs in the company.
(Table 2)

Table 2. Chi-square test.

Chi-Square Tests
Asymptotic
Value df  Significance Exact Sig.
(2sided) (2sided)
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Pearson Chi-Square 52,7182 9 0,000 0,000
Likelihood Ratio 42,685 9 0,000 0,000
Fisher-Freeman-Halton 34,164 0,000
Exact Test
N of Valid Cases 54
2 14 cells (87,5%) have expected count less than 5. The minimum expected count is 11.

Next, we used the Fisher's test to investigate whether the length of the employment
relationship influences the receipt of feedback from supervisors. We set hypothesis Ha:

Ho: The variables length of employment and getting feedback are independent.
Hi: The variables length of employment and getting feedback are dependent variables.

Based on the Exact Significance we found out that this variable is higher than the
significance level of 0.05 and hence we accepted the hypothesis Hothat the variables are
interdependent. In practice, the length of employment should not affect the regularity of
feedback to employees. Giving feedback is considered as an effective tool to motivate em-
ployees. The chi-square test results show that we accept the hypothesis Ho, and thus the
variables workload and financial evaluation are independent. This result is significant for
the company and signals the need for corrective action in the area of employee financial
compensation. If employees are underpaid and there is too much pressure on their work-
load, employee dissatisfaction may increase rapidly over time.

In the next section we investigated the dependence of employees' financial evalua-
tion on their education. We set hypothesis:

Ho: The variables education and financial evaluation of employees are independent.

Hi: The variables education and financial compensation of employees are dependent.

Exact Sig. is higher than the significance level, so we accept the hypothesis Ho. The
variable financial evaluation is not dependent on education. Considering the interview
with the managers working for the company, we confirmed through testing the depend-
ency of the responses that the education of the employees is not very important for the
performance of the work at each store. Much more relevant are their personal motivations
and work experience. For this reason, the financial evaluation is also not based on the
highest educational attainment of the employee.

We further investigated whether the length of employment affects employees' op-
portunities and their career growth in the company. We set out hypothesis:

Ho: The variables length of employment and career growth opportunity are independ-
ent.

H:: The variables length of employment and career growth opportunity are depend-
ent.

Exact Sig. is less than the 0.05 significance level, and therefore we accept the hypoth-
esis. Ho that the two variables are not interdependent. Based on the observation during
the audit in the company, we can confirm this fact as the company's policy is set so that
every employee has equal opportunities for career growth within the company.

In practice, we often encounter a situation where employees are unable to use their
potential for various reasons. Sometimes these reasons are due to insufficient knowledge
or experience of the employees, other times the error may occur on the part of the em-
ployer. For this reason, we investigated the interdependence of the variables type of em-
ployment relationship and the inability of employees to use their potential.
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Based on the questionnaire survey, we can claim that employees are most affected by
the lack of customers, insufficient experience and also insufficient motivation on the part
of the employer.

Next, we examined the impact of workload on employees' financial evaluation,
which can largely affect employee satisfaction and negatively affect their motivation. In
the case of high employee workload and insufficient financial remuneration, employee
dissatisfaction is very likely to arise, which may lead to employee’s resignation or burnout
syndrome. For these two variables, we set hypothesis:

Ho: The variables workload and employee financial compensation are independent.

Hi: The variables workload and employee financial compensation are dependent.

The chi-square test results show that we accept the hypothesis Ho, and thus the vari-
ables workload and financial evaluation are independent. This result is significant for the
company and signals the need for corrective action in the area of employee financial com-
pensation. If employees are underpaid and there is too much pressure on their workload,
employee dissatisfaction may increase rapidly over time (Table 3).

Table 3. Chi-squared test.

Chi-Square Tests

Asymptotic Significance Exact Sig.
Value df (2sided) (2sided)
Pearson Chi-Square 86,8394 9 0,000 0,000
Likelihood Ratio 65,782 9 0,000 0,000
Fisher-Freeman-Halton 53,597 0,012
Exact Test
N of Valid Cases 54

214 cells (87,5%) have expected count less than 5. The minimum expected count is 11.

Regular feedback to employees

Based on the results of the questionnaire survey, we found that not all employees
received regular feedback from their supervisors. Information from this communication
process can then be used effectively to monitor the progressive improvement of the em-
ployee's competences, and can also be used in the employee's career development. In spite
of these opportunities, we encounter situations where employees are not made aware of
such opportunities. For this reason, we propose a system of regular feedback from the
supervisor. Employee interviews should be held every three month in order to ensure that
each employee who shows potential for career development or increased effectiveness in
his or her work is treated individually.

Employee motivation

The questionnaire survey shows that staff feel insufficiently motivated in their work.
Although the company provides employees with the opportunity for career development,
this form of motivation is insufficient for many employees. However, there are no rewards
for employees when they meet their sales targets. Hence, we propose a financial reward
in the form of a percentage reward when the set plan is met. Such a reward positively
influences the behaviour of employees who feel a sense of being sufficiently rewarded
and are able to perform better in their job. Based on the results of the questionnaire survey,
we found that a number of employees are not sufficiently familiar with the working pro-
cedures used in the company. One of the reasons why this is the case is considered to be
the lack of staff training and regular awareness of these procedures.
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The goal is to improve the regular training process for employees. At the same time
as increasing competences, the selected employee may perceive such a situation as a form
of career growth and positive motivation.

4. Discussion

The effective functioning of society is influenced to a great extent by the employees
of the company. The definition of the term personal audit is not clear, although according
to many opinions, personal audit represents a toll on human resources management.
Based on the personal audit the company gains valuable data important for the more ef-
fective management and evaluation of personal indicators of the company. Improving of
intra-company relations with employees can maintain competitiveness of the company or
decrease the fluctuation rate of the employees.

According to [15] , personnel audit has two key forms, namely human resources au-
dit and audit of enterprise personnel management. An audit of the HR management sys-
tem focuses on the tools, procedures, competences and effectiveness of HR management,
inter alia, in connection with the certification of its functions. On the other hand, t main
objective of the organizational audit is to optimize the organizational structure and per-
sonnel systematization of the company.

Through a personnel audit, a company can obtain answers regarding the functioning
of essential processes in the organization, such as: fulfilling the organisation's vision,
meeting business and economic indicators, meeting quality indicators and customer re-
quirements, functionality and efficiency of the organisational structure, effective function-
ing of teams, sufficient motivation of employees, ascertaining their opinions and attitudes,
the competence of staff and the actual use of their knowledge and experience, corporate
culture, implementation of change. [20]

Based on the information about the company, it is necessary that the auditor is able
to use appropriate methods to obtain the necessary data. The aim of the survey was to
conduct a personnel and organizational audit and based on the results to develop pro-
posals and measures for the selected company. The topic of personnel and organizational
audit and its importance in practice is undisputable. We carried out a personnel and or-
ganizational audit in a specific company based on selected indicators which were investi-
gated in the research.

One group of theorists and practitioners considered personnel auditing as a function
of personnel marketing and personnel management. The other group is inclined to under-
stand personnel audit as a comprehensive method or tool for obtaining relatively accurate
and specific data and information on the current state of human capital in a company [20].

As mentioned above, based on the personnel audit we can reveal the strengths and
weaknesses of employees, their potential and abilities to perform the work entrusted to
them. On the basis of this information we can analyze the current state of employees and
therefore identify their shortage or surplus. From each analysis, the company can plan the
next steps that need to be initiated. Among such steps we can include, for example, the
possibility of additional training of employees, change of their competences, structural
and organizational change of the company, etc. Such changes can bring several benefits
to the company, such as cost reduction, reduction of employee turnover or increase in
employee commitment through appropriately chosen motivation [21].

Management requires answers to several questions in the personnel audit:

Is the company’s management (processes, structure, leadership) efficient and effec-
tive? Is the company’s management sufficiently informed about the management of the
company? Are all the resources available to the company being used efficiently? Based on these
questions, the company is able to search for new opportunities for company development
and innovations that lead to the improvement of the company's functioning process [22,
23].

The American approach considers the HR audit as an important aspect of corporate
image building, while quantifying the social consequences of the organization’s activities.


https://doi.org/10.20944/preprints202208.0290.v1

Preprints (www.preprints.org) | NOT PEER-REVIEWED | Posted: 16 August 2022 d0i:10.20944/preprints202208.0290.v1

The French approach conceives of the personnel audit as a tool for mutual under-
standing between management and workers of the company. The combined approach is
a combination of the American and French approaches. The main role of this approach is
to align the interests of the organization and the interests of the employees [24].

At the moment when the company is not sure whether they have the right number
of people with the right experience and skills, or some employees are overloaded, it is
advisable to carry out a desk audit.

The audit should verify that the company's policies, procedures, and documents re-
lating to recruitment, retention, discipline, termination, and postemployment are fair and
legal [25].

A staff audit is a type of functional audit. A human resources audit consists of diag-
nosing, analyzing, evaluating and assessing future courses of action within the company.
The personnel audit is an essential tool for the management of the company. Its objective
is not only to obtain an audit and quantification of results, but also to adopt a broader
perspective that will be helpful in defining future directions of human resource activities
[18].

The HR audit is an important tool for determining the effectiveness of the HR policy

implemented in an organization. The audit monitors and controls the procedures and
activities taking place in the company so that these activities are in line with the corporate
culture and the organization's plan [8].

According to [19], a personnel audit is "an effective tool that assesses in depth the
strengths and weaknesses of employees, their potential with respect to their current job
position, while helping to create the right structure of teams."

According to [26], through a personnel audit it is possible to reveal objective infor-
mation on the basis of which it is then possible to work more effectively with the compa-
ny's employees. The audit complements management's knowledge of the quality of their
human resources with an external assessment that is objective and independent.

According to [27], HR audit also provides an opportunity to assess the financial
advantages and disadvantages of HR functions, compare functions, evaluate function
effectiveness, ensure compliance, establish standards, bring HR closer to managers, and
improve the quality of employees. In addition, based on the results of the HR audit, it is
possible to determine the areas of the company's human resources function that have the
greatest potential for return on investment.

According to [28], "The main objective of the personnel audit is a comprehensive,
correct and professional reassessment of factors that subjectively or objectively affect the
efficiency and performance of the company or its individual components."

[15] characterizes the personnel audit as a means of independent assessment of the
quality of the company's employees, the effectiveness of the company's organizational
structure, as well as assessing the level of personnel management. The result of such an
analysis is recommendations that are linked to the development of the company. They
mostly concern the use of key employees of the company, improvement of management
efficiency and overall improvement of the organizational structure of the organization

According to [29], a personnel audit is a good way to assess an organization's perfor-
mance. Based on the data obtained, it is possible to identify activities that are inefficient
or performed in a duplicated manner, the suitability of the requirements for each position,
the workload of employees, as well as their personality profile with regard to their
strengths and weaknesses. Nowadays organisations decide how and by what methods to
assess staff, especially their professional competencies, which are an important determi-
nant of their future career development. Personnel audits have an important predictive
capacity for the company's needs, the company can take measures that can ensure the
growth of the company and the achievement of its objectives at minimum cost.

We can assess the interdependence between organizational structure and managerial
effectiveness indicators through indicators such as enterprise innovation, productivity,
legitimacy, employee loyalty, and quality of employee performance. [30]
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Development, change in the organizational structure and increasing the efficiency of
work in the company are the main pillars of the personnel audit. Based on the results of
the personnel audit, the company can create a procedure, thanks to which it can reduce
the time required to hire new employees. For this reason, it is necessary for the company
to determine the key processes of the company. [31] The development of society, the
reduction of unemployment andthus the economic development can be achieved through
a quality, well-functioning and financiallysecured education system. [32,33]

5. Conclusions

A personnel audit is a highly effective tool for the company for its development and
advancement. Within the audit of personnel indicators, we carried out the survey about
the employees ‘opinions in the multinational company.

We obtained feedback in the form of representative information on the needs and
attitudes of employees, on the management of human resources in two establishments of
multinational company, as well as on problematic areas and need more attention in the
future and to take the necessary measures to improve them.

The aim of the questionnaire survey was to obtain data from the employees' perspec-
tive on the company. We focused on information regarding their satisfaction with the
company in terms of workload, benefits and motivation from the employer.

According to the survey 59 % of employees claim that they knew the goals and vi-
sions of the company, on the contrary, up to 41 % of employees do not have sufficient
knowledge about this issue.

It is also important that employees are identified with the goals and visions of the
company. Otherwise we can observe a negative impact on employees in the performance
of their work. According to the survey 48 % of employees did not identify with the com-
pany's visions and goals, which represents a very significant result that needs to be ex-
plored in depth. Such a result represents the possibility that employees do not share the
corporate culture of the company, which can affect the effectiveness of their work.

This result is significant for the company and signals the need for corrective action in
the area of employees’ evaluation. We recommended regular assessment of employees
every 3 months to give them feedback about their workload, satisfaction and motivation.
We recommended the company to perform regular personnel audits within the company.

We then analyzed the data obtained using the statistical program SPSS and tested the

interdependence of the individual employee responses.
Based on the data obtained, we were able to calculate the individual indicators of lost
working time and the possibilities of increasing the efficiency of the employees by elimi-
nating the detected errors. In the last part of the thesis, we discussed the development of
proposals and measures for the company.
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