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Human Resource Audit
Introduction
	Human resource audit is an exhaustive procedure which is used in the evaluation of existing human resource policies as well as documentation systems which do not comply with the existing rules and regulations which the aim of changing them or making them more effective to fit the required purposes (Rao, 2014). Human resource audit is important to an organization as it helps in the management of the daily activities so that they run in line with expectations. Additionally, these audits help in the reduction of the risks of breaking the laws regarding performance which may expose a company to the risks of fines and other penalties from the government.
	Human resource management entails the management of people in an organization strategically for the enhancement of work output and employee satisfaction. The human resource managers evaluate the performance of each individual employee analyzing their input to the company. Each individual should add value to the organization and enhance the competitiveness of the company (Armstrong, & Taylor, 2014). This department also ensures that the company meets the regulatory requirements needed for its performance. Additionally, the human resource department is responsible for the hiring and firing of employees as well as the determination of their wages each according to their area of specialization. 
Importance of human resource audit
	The assessment of recruitment and selection is an important aspect of human resource audits. They give a direction on some of the consideration to put in place during the recruitment and selection of employees in an organization. These include the qualifications in terms of educational levels as well as age limits for the applicants. These considerations help in meeting the standards and regulations set by the government in a specific sector. 
	Human resource managers in an organization should do a detailed evaluation of all applicants in the organization to ensure that they meet those requirements for the better performance of the organization (Flamholtz, 2012). The promotion of employees already in the organization is important as the form a strong foundation for the organization. Recruiting top managers from outside sources may have a negative impact to the organization since most of them tend to have little or no knowledge about the functions of the organization thus the quality of their services is low. 
	The audit also entails the procedures to be followed in an organization on the terms of layoffs, terminations as well as the retention of employees in the organization. In order to enhance order in the maintenance of employees in an organization, the human resource audits should entail the procedures to be followed in the maintenance and discharge of employees. This helps in the prevention of unverified dismissal of employees without the following of required procedure. Additionally, it helps in the creation of a sense of job security for the employees as they are aware of the existing procedures for retention and dismissal from work. The audit also provides the reasons why an employee needs to be retained or dismissed from work. The human resource management department should have adequate and clear records of the employees recruited and those already in the organization. The records enhance accountability. 
	Human resource audits are also used as a measure of the effectiveness of the safety of employees in the workplace. This leads to the requirements of insurance covers to help in the enhancement of safety and which can be used in the case of the occurrence of an emergency or accident among the employees. Additionally, the organization should provide security measures for its employees such as the implementation of fire extinguishers as well as a direction sign which people can use in the case of an emergency. The organization should also employ security officers to look after the organization for the physical protection of the employees from harm by the clients. 
	The human resource audits are also important in the identification of problems in the human resource department. This is made possible through the comparison of the existing situation with the ideal desired situation for the department. This helps in good planning for the department which enhances the implementation of new procedures as well as upgrading of the services which do not meet the expected requirements. Moreover, problems in the organization can be identified through the provision of open forums for the employees to express the challenges they face in the performance of their duties. This helps the organization in the formulation of an effective remedy for such problems. 
	The top management attention to human resource audit in the case study on Frostburg fit has not been put in great consideration due to the high demand of services required to provide to the visitors. The management, therefore, doesn’t allocate individuals to the human resource department which holds a great importance to the recreation center. If the center had an effective human resource audit, the quality of services may improve and even lead to an added advantage of the possible expansion of the organization (Buchanan, & Gibb, 2007). Good provision of services to the visitors would also help in the improvement of the reputation of the organization. 
	The process of recruitment and maintenance of employees in Frostburg fit organization has also been criticized as it does not follow human resource audit requirements expected for the enhancement of its efficiency. The process of recruitment and hiring of employees as well as a top management team is not clear and thus the organization requires human resource audit to enhance these activities for the purposes of efficiency and clarity to the public.
Types of human resource audit
1. Policy/handbook audits
	This kind of audit is based on ensuring that all employees in an organization have received the policy regarding their employment and also and ensures that all policies are well updated in regard to the existing laws. The policy ensures that the employer has signed all the policy documents for his or her employees. Additionally, the policy focuses on change and ensures that in any case that there are changes in laws regarding human resource audits, the policy documents for the organization are updated accordingly (Deb, 2006).
2. Functional audit
	This kind of audit is basically focused on the organizational functions relating to each organization. Organizational functions such as performance management and complaints investigations are subject to this audit. It helps in providing the guideline for the assessment of the performance of employees in the organization. Performance is usually based on the comparison between output and wedge on each individual employee (Buchanan, & Gibb, 2007). The rate of output should be higher compared to the wedges in an ideal situation.
3. Wage and hour practices audit
	In this type of audit, it is determined that there should be a regulation of the hours employees work in comparison to their wages. The two should strike a balance which helps in the decrease of overworking of individuals. The audit states that there should be breaks during the working period to cater some needs such as lunch and refreshments. This helps in the improvement of concentration span for an individual in their work. Additionally, the audit is meant to evaluate if overtime work is calculated and paid accordingly (Deb, 2006). It helps in the reduction of workloads for the organization as well as being a source of the additional wedge for the employees.
4. Training and development audit
	This kind of audit is based on the continued training for the employees as a method of improving their knowledge and efficiency to perform their work duties. Training is also essential especially with the adoption and implementation of new technologies in the performance of duties in the organization.  This reduces the need for employing new people in an organization. Training also helps in the development of trust for the existing workforce and therefore can be subject to promotion rather than the recruitment of new managers from the open system. 
	Wage and hour practice audit is evident in the case of Frostburg fit organization. It is evident in the allocation of working time for different employees in the organization. Some employees work on full-time while others work as part-time (Buchanan, & Gibb, 2007). This helps in the distribution of workload for the employees and thus sharing responsibilities according to their wages and availability at work.
5. Compensation and benefit audit
	This audit focuses on the benefits employees should source from the organization. The information about these policies should be documented separately from the other records concerning the individual. The human resource department should have an allocation for compensation which ensures that employees are fully protected by providing them with damage covers and handling of risks in the organization (Deb, 2006). The audit also entails the provision for confidentiality of information about employees. 
Human resource audit approaches
a) Audit approach
	This approach entails the evaluation of the effectiveness of the performance of human resource in regards to all its functions. The approach concerns itself on conducting a research on the technical work of the human resource whereby all its records are evaluated. Human resource should contain clearly defined objectives for its work as well as the general evaluation of the organization.  After the research is complete, an action of response is given in accordance with the findings of the research. This helps in the effective modeling of human resource management. 
	Approach to human resource audit is done using different methods. The comparative approach is one of the methods used which involves comparing the human resource audits of the specified company with those of other companies in order to determine its effectiveness. Additionally, there is the statistical approach which is done using the information existing in the organization. Such information may include employment criteria, turnover rates or even absenteeism.
b) Benchmarking
	Benchmarking involves the adoption of the practices of more successful companies’ practices by employees in the organization as a measure of improving the quality of output. It involves the comparison of human resource practices of different competing companies with one’s company. This is done following some process which helps in the successful benchmarking process. The first step in benchmarking is the identification of the ideal organization for a subject. The partners for the benchmarking which help in the understanding of the companies strategies identified to enhance the process. The team then collects data relevant to the research and analyzes and interprets it. After this process, a report is prepared which is based on the results of the research. Appropriate implementation strategies are set so that the new practices can be incorporated into the organization for adoption. This process improves the competition status of the company to the other related companies. 
	Benchmarking can also be done by conducting research using the internet. This is made possible by the existence of information of different companies on the internet. This helps in the provision of information to the researchers in the organization without having to visit individual organization which is a costly exercise. The online research also helps in the evaluation of many different companies at a short period of time. 
c) Qualitative and quantitative indices
	This is used in the determination of the effectiveness of human resource management in an organization. It is the calculation which is meant to establish the balance between expenditure and income. There are various ways of determining expenditure by the human resource management in an organization. Expenditure includes all the costs the organization undergoes in the performance of its activities (Loosemore et al, 2003). They include the cost of training of employees, cost of work-life programs, cost of hiring of employees, transportation costs, cost of implementation and improvement of modern technologies among others. This is compared with the profits the company makes after the accomplishments of its goals in the closing of the calendar or monthly evaluation (Aswathappa, 2005). For an organization to be successful the costs of expenditure should be less when compared with the profits. 
d) Analytical approach
	Human resource management uses an analytical approach to cost-benefit analysis. It is mainly used for the decision making processes in an organization as it evaluates the costs of an organization (Loosemore et al, 2003). The hiring and wedges terms are some of the requirements which are focused on in this approach. It is a difficult approach to be implemented in the human resource management but its benefits carry an important role in the success of the company/organization.
e) Balanced scorecard
	The balanced scorecard is a policy used in the evaluation of the effectiveness of human resource management. The evaluation is divided into four major categories. The first category is based on the financial performance of the organization. This focuses on the expenditure by the organization in the daily performance of its activities. The second phase deals with customer service. It is meant to evaluate the effectiveness of the services offered to the customers as well as the feedback mechanisms implemented to enhance the communication between the organization and its customers on the quality of services as well as satisfaction. It also focuses on dealing with the problems faced by clients. 
	The third phase of the balanced scorecard is the internal business process. It is aimed at determining the internal processes in the organization which end up yielding maximum profits to the organization (Loosemore et al, 2003). The last phase includes the capacity to learn and achieve growth. This determines the organizations focus on the development of its activities by comparing it with other competing firms and ensuring that they implement procedures which are beneficial to the company. 
	A balanced scorecard provides a clear comparison of the existing situation on an organization and the focus of the determined ideal situation for the future. This makes the human resource managers in the planning of activities within the organization which will help in the attainment of the goals of the organization. They plan and allocate responsibilities to employees according to the plans as well as setting time deadline s for the accomplishment of those set standards (Aswathappa, 2005). Human resource management also considers the training of employees in order to ensure that the required goals are accomplished by providing them with the necessary skills for the performance of duties. 
Approach to be implemented in the case study
	Audit approach is one of the audits which can be implemented in the Frostburg fit organization for the enhancement of provision of services as well as the improvement of output. This involves the evaluation of all the responsibilities of human resource management in this organization. Having a non-functional human resource necessitates the implementation of this audit approach. It will help in the implementation of a functional human resource management in the organization. This implementation will help in the effective planning of the organization and as result promote the quality of output. The human resource department will help in the effective recruitment of staff following the required criteria. 
	The approach will additionally, help the management in the identification of gaps which needs to be filled and also act as an opportunity for the expansion and development of the organization.  The identification of these gaps may necessitate the employment of more employees and thus a benefit to society as the organization provides for employment opportunities. The gaps may also require the promotion of the existing staff to senior positions which enhances employee satisfaction at the workplace resulting in effective output.
Conclusion
	Human resource management is an important aspect in the management of organizations for the enhancement of fruitful income. Frostburg fit organization does not have an effective human resource management procedure which is needed in the running and maintenance of employees. The organization has few employees and thus having no individuals being allocated to the human resource department which is the most important department in a successful organization. It should, therefore, have an effective planning which will entail the formulation of human resource personnel who will assist in the maintenance of quality and meeting of required standards in the organization. The human resource will help in the effective allocation of duties, working hours as well as the monitoring of recruitment, hiring and dismissal of employees in an organization. Additionally, the human resource department is also responsible for the training and development procedures for their employees. 
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