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Abstract. The need to effectively use the intellectual and physical 

potential of human resources increased especially in the phase of the fourth 

industrial revolution 4.0 and the onset of the fifth industrial revolution 5.0. 

At these stages the quality of human resources as well as their effective 

management create a basis for the very existence of the company and at the 

same time represent a "hatchery" of employees for the future development 

and competitiveness of the company. In these developmental stages 

sophisticated information on human resources, their management and 

leadership as well as on possible reserves in personnel processes gain great 

importance. This information can be provided to corporate management by 

a personnel audit. Based on the results of primary and secondary research, 

the aim of the paper is to give an overview of the use of personnel audit in 

companies operating in the Slovak Republic. Keywords: personnel audit, 

human resources, human resources management, intellectual capital. 

1 Introduction  

Personnel audit is not only a highly actual but also quite complex topic and is not 

always viewed by corporate management in terms of perception of its need and usefulness, 

but rather perceived as a method whose results and findings force them to make changes in 

human resources and management, sometimes even changes that are unpleasant for them 

[1]. However, as recent developments show, often also necessary. They also force corporate 

management to learn to react/make decisions in the present with respect to the future of the 

company. Applying this “new” approach to corporate management means in all areas of 

company management to abandon established, often experience-based management 

methods [2, 3] and to learn to use sophisticated procedures and methods. 
The use of personnel audits by company management is the result of developments in 

the labor market that have arisen as a result of the onset of the Industrial Revolution 4.0. It 

changed not only the entrepreneurial and business environment, but also the perception of 

personnel work, the positions and roles of employees in the work process and forced a 

change in the approach to their management. The field of personnel work, especially the 

perception of employees/staff of the company, was for a long time in theory and practice 
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understood only as "complementary activity", which contained the basic maintenance of 

administrative processes in the personnel area. This understanding of personnel work was 

also fostered by the economic crisis, which multiplied the workforce on the labor market 

and multiplied the illusion of perception of the workforce through its number and not 

through differences, uniqueness and quality. However, the onset of the Fourth Industrial 

Revolution has shown that the administrative processes used so far in personnel work have 

been inefficient and ineffective in terms of the established company needs. For time-

compliant decisions, corporate management needed sophisticated information about the 

workforce, its quality, mental, physical and performance potential [4] and the human 

resources simply did not have such information. This, as well as other moments related to 

the massive onset of information and communication technologies and the deepening 

globalization processes, created the conditions for the emergence of a personnel audit [5,6]. 
Establishment and content definition of personnel audit reflected the need to obtain 

information on human resources in the company and on the application of basic legislative 

and administrative procedures in personnel work, personnel administration and finally in 

personnel management [7,8]. This basic characteristic is reflected in all definitions of 

personnel audit, which they define as a comprehensive tool both for monitoring and 

obtaining relevant information on compliance with legislative procedures in labor relations 

[9] and activities related to employment of people, with compulsory care of employees and 

with recruitment, storage and updating of personnel information and documents, as well as 

the provision of information to company directors and relevant institutions [10, 11, 12]. Its 

objective is to objectively describe the current state of society and to determine whether 

specific areas of personnel practice are sufficient and whether they comply with legal 

standards [13] and to identify and describe deviations that have arisen in this area [14-17 

and others]. 

2 Subject of the research and characteristics of the examined 
sample 

The subject of the submitted study is the personnel audit, its place and functions in the 

process of human resources creation and their effective management. The basis of the 

research is the main assumption that personnel managers, personnel departments, human 

resources departments, corporate management in companies operating in the Slovak 

Republic do not perceive personnel audit, its tasks and importance for improving human 

resources work and their management in the full range of currently offers them to 

streamline personnel work and personnel activities. Therefore, the main objective of 

secondary research was to systematize current knowledge about personnel audit and to find 

out in primary research whether companies operating in the Slovak Republic carry out 

personnel audit and whether they use the information obtained in it to improve the human 

resources of the company and their management.  
The examined sample consisted of personnel managers and managers from small, medium 

and large companies with 100% Slovak capital participation operating in the SR, personnel 

managers and employees from the group of small and medium companies with 100% 

foreign capital participation operating in the SR and personnel managers and managers 

from a group of small and medium-sized companies with combined ownership. 445 

companies were asked and the basic criterion for their inclusion in the next stage of the 

research was to carry out a personnel audit in the company or "other" forms or ways of 

obtaining data on human resources for the needs of the company personnel policy.  
Based on the knowledge and information obtained in secondary research, we have found 

that "many managers cannot accurately identify a personnel audit", they cannot distinguish 

it from other human resource practices... (for example, the cost approach to human 
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resources applied by as part of the accounting audit, also personnel controlling as pointed 

out by M. Dolenko, 1990 [14], R.M. Grant, 2008 [18] and others, we decided to conduct a 

pilot survey in order to clean up a sample of respondents who only believed that they 

performed the personnel audit they actually performed other personnel activities. For this 

purpose, a questionnaire was created, which was distributed electronically, in print form by 

post and also through third, contact persons in order to achieve the highest return. This 

objective was ultimately achieved.  
The sample consisted of 160 companies, which were further subdivided according to the set 

criteria: size, number of employees, subject/sphere of business. One HR manager/personnel 

professional and two managers replied to the questionnaire from each company, giving a 

total of 480 questionnaires. These questionnaires were the main source of data to examine 

the identified issue. Due to the way the questionnaires were distributed, their 100% return 

was ensured. Standard quantitative and qualitative methods were used to collect, process, 

evaluate and interpret the data. 

3 Results of the Research and Discussion  

The aim of the primary research was to find out whether companies operating in the Slovak 

Republic use personnel audit to identify reserves in the area of human resources and their 

management. Within the partial goals, we also focused on the characteristics of companies 

operating in the Slovak Republic, which performed the personnel audit to obtain 

information on human resources, on the characteristics of companies operating in the 

Slovak Republic, which performed the personnel audit for information on human resources 

management and characteristics of companies operating in the Slovak Republic, which 

carry out personnel audit focused on managers managing and leading human resources in 

the direction of meeting the strategic objectives of the company, also referred to in the 

literature as managerial personnel audit [19, 20]. 
The results obtained through the application of these methods confirmed our assumption 

that within companies operating in the Slovak Republic the personnel audit is carried out 

mainly by medium-sized and large companies, companies with combined ownership 

participation, while the vast majority of companies proceed to personnel audit only or due 

to the employee complaints or threats of control by public authorities and institutions. Only 

a small number of companies (2, 1%) proceeded to conduct a personnel audit based on 

internal, in-house or corporate management needs. In most of the companies examined, a 

partial internal personnel audit was carried out, focusing on individual personnel activities, 

which in their entirety reflected the individual procedures applied in the area of human 

resources management. Most of them were occupational health and safety audits, which 

corresponded to the above. 
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Fig. 1. Personnel activities monitored by personnel audit in examined companies (Source: own 

elaboration) 

Human resources management companies performed partial audits mostly sporadically, 

which logically provided only a partial view of the company's problems and did not allow 

corporate management to gain a comprehensive view of the company as a whole. This 

moment was also reflected in a certain attitude of the company management towards the 

implementation of the obtained data into the personnel work in the company, respectively 

streamlining management processes in the company in accordance with the set standards. A 

more in-depth analysis of this issue provided information that the management of personnel 

and company managers persisted in learned work stereotypes and working habits, despite 

being found to be in violation of established standards and elements of effective human 

management based on findings in a personnel audit resources, respectively intellectual 

capital, including its individual components. This secondary finding, although very 

interesting and signaling one of the serious problems in human resources management, was 

obtained from the content analysis of responses obtained by the method of 

structured/controlled interviews of some of the examined respondents who did not represent 

the whole sample and in light of this, we consider this to be only a signal that indicates the 

direction of future research in the area. It was also a marginal, but in our opinion very 

interesting finding, that the companies examined conducted a personnel audit in the area of 

human resources management without a prior analysis of its implementation needs and 

without defining its objectives - these were defined by the auditor. In most cases, the 

auditor came from the company's internal environment. The purpose and reasons for 

conducting a personnel audit are interpreted in Figure 2. 
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Fig. 2. Purposes/reasons/needs to perform a personnel audit in the company (Source: own 

elaboration) 

 

The number of companies examined that carried out a human resources audit was less 

numerous. The data obtained in this area document that the personnel audit focused mainly 

on compliance to administrative procedures, legal standards and ethical principles resulting 

from established corporate standards and legislative provisions. Personnel audits focused on 

human resources were performed mainly by demanded companies that did not have 

personnel departments or those in which personnel, especially administrative activities, 

were delegated to human resources managers. The obtained findings entitle us to state that 

the companies that did not have personnel departments, resp. in which personnel managers 

have delegated their competencies to managers, have shown a higher number of errors and 

weaknesses in administrative and legal procedures in the area of human resources than 

companies with functional personnel departments. 

4 Conclusion 

Personnel audit, its place and function in the process of the deepening industrial revolution 

4.0 and the upcoming revolution 5.0 are still growing. This is due to the fact that, when 

applied correctly, personnel audit can provide relevant and sophisticated information and 

knowledge necessary for strategic human resources management, which is becoming 

increasingly characteristic of the current phase of personnel work and personnel policy of 

companies. On the one hand, based on the knowledge gained from the personnel audit, the 

personnel department and the company management can eliminate incorrect procedures and 

remove the reserves in personnel work, both in the area of selection and training of 

employees and in the area of their management. The results obtained in the primary 

research document that companies operating in the Slovak Republic still do not sufficiently 

use personnel audit to obtain relevant information on personnel work in the company on the 
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quality of the company's intellectual capital or on the reserves of management and 

leadership in the work process. However, the current trend suggests that personnel audit, 

which is an independent, objective, critical review of adherence to standard personnel 

practices in the company, collects data on people, processes, organizational structure and 

business principles, sets a benchmark for accurately determining the true performance of 

the human resources department to identify weaknesses in performance and efficiency and 

detect discrepancies in compliance with legal provisions, administrative procedures, ethical 

standards, business goals and personnel policy, will be one of the most important personnel 

work tools in the Industrial Revolution 5.0 stage. In this context, the personnel audit, which 

enables the company to obtain comprehensive information about the human resources of 

the company, its management as an essential component of its intangible assets, is 

undoubtedly a modern and comprehensive tool of personnel work. 

 

The paper was created within the framework of the project VEGA 01/0309/18. 
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