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BHYTPIIIHIV AVAUT TA CTPATETTYHUI AHAAI3 TPYAOBUX PECYPCIB
V 3ABE3NIEYEHHI EOEKTUBHOI AIIABHOCTI IIAITPMEMCTBA

The article is devoted to a comprehensive study of internal audit and strategic analysis of human
resources as criticallyimportant tools for ensuring the effective operation of an enterprise. In the
modern economy, where the market is constantly changing and competition among companies is
becoming increasingly intense, enterprises are forced to find new approaches to managing their
human resources. The key task is not only to use existing personnel effectively, but also to plan
strategically, adapt to new conditions and requirements of the business environment, and ensure a
high level of motivation and qualification.

The main purpose of the article is to analyze how internal audit, as animportantpart ofthe corporate
control system, helps enterprises ensure the effectiveness of human resource management. Internal
audit plays an important role in identifying and controlling the compliance of the enterprise’s labor
practices with internal policies, standards, and legal requirements. This allows not only to comply
with established norms and standards, but also to minimize the risks associated with violations in the
field of labor relations, which can lead to legal and financial losses.

At the same time, strategic analysis of human resources is an integral part of planning and
developing an enterprise’s personnel policy. Proper strategic analysis allows you to identify the
strengths and weaknesses of the existing personnel structure, assess the need for new competencies
and specialists, and predict possible changes in the enterprise’s personnel structure. Various
methods are used for this purpose, including analysis of the current state of human resources,
assessment of labor efficiency, and forecasting of personnel needs in connection with future changes
in the business processes of the entity.
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In addition, the article examines the interaction between internal audit and strategic analysis of
human resources. Enterprises that have implemented an effective internal audit system are able to
identify problems in the organization of labor relations more quickly and respond promptly to changes
in the labor sphere. Internal audit helps not only to ensure that the enterprise complies with all
requirements, but also to identify problem areas where itmay be necessary to reallocate resources
or introduce new approaches to human resource management.

One of the key topics discussed in the article is the use of modern information technologies to
improve the effectiveness of strategic human resource analysis. Automated human resource
management systems (HRM systems) allow for the collection and processing of large amounts of
data on company employees, which greatly facilitates the process of analysis and decision-making.
The information obtained from such systems becomes the basis for further strategic decisions
regarding personnel development, planning for new staffing needs, and improving employee
performance.

In addition, an important aspect is the use of internal audit results in cooperation with external
auditors, in accordance with International Auditing Standard 610 "Using the Work of Internal
Auditors.” This standard defines the criteria by which an external auditor can rely on the work of
internal audit, making the audit process more integrated and effective.

The article also discusses the main methods and tools used in the process of strategic human
resource analysis, such as SWOT analysis, staff turnover analysis, labor productivity assessment,
and others. The use of such tools helps companies gain a clear understanding of the state of their
human resources and determine what efforts need to be made to ensure long-term success and
stability.

Thus, strategic human resource analysis and internal audit are important components of a
successful HR policy, enabling companies to use their resources effectively, reduce risks, and adapt
to an ever-changing business environment. This article provides a comprehensive overview of these
tools, their interaction, and theirimportance for ensuring high performance in today’'s market.
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CtartTsa npuceBsYyeHa BcebiyHOMY AOC/iAXXEHHIO BHYTPILUHbOIro ayagnuTy Ta cTpaTeriyHoro aHaniay
TPYAOBUX PECYPCIB SIK KPUTUYHO BaXKIMBUX IHCTPYMEHTIB 3abe3neyeHHs epeKTUBHOI RianbHOCTI
nignpmemMmcrTBa. B ymoBax cy4aCcHOi eKOHOMIKU, KOJIn PUHOK NMOCTINHO 3MiHIOETbLCSI, 8 KOHKYPEeHLisi
cepepa KOMMaHiii cTae Bce 6inibL iHTeHCUBHOIO, NiANPUeEMCTBAa 3MyLLUEHi 3Haxoa4nTu HOBI nigxoan Ao
ynpasJsiHHs1 CBOiMU TpyaoBumMu pecypcamu. Knio4oBum 3asaaHHsSIM € He Tislbkn epeKTUBHE BUKOPU-
CTaHHSI HAasSsBHUX KaapiB, a v ix cTpareriyHe nnaHyBaHHS, aganTtayisa o HoBUX yMOB i BUMor 6i3Hec-
cepenoBuLya, a TakoX 3abe3rne4YyeHHs1 BUCOKOro piBHsSI MOTUBaLii Ta kBanigikauii.

OCHOBHOIO METOIO CTAaTTi € aHaNi3 TOro, K BHYTPILLHIA ayanT, sIK BaXJ/INBa YaCTUHa CUCTEeMU KOp-
nopaTuBHOIO KOHTPOJIIO, AONOMArae nigrnpueMcream 3abeane4ynTn epeKTUBHICTb yrpaBsliHHS TPY-
AoBuMU pecypcamu. BHYTpPILLHI ayanT Bigirpae Ba>ksimBy poJib Y BUSIBJIEHHI | KOHTPOJI BignoBIigHOCTI
TPYAOBUX NPAaKTUK NigNPUEMCTBaA BHYTPILUHIM NOAiTUKaM, CTaHAapTaM, a TaKOXX BUMOram 3aKOHO-
AascTtBa. e no3Bosisie He inwie [oTPpUMYyBaTUCS BCTaHOBJIEHUX HOPM i CTaH[apTiB, a i MiHIMi3yBaTu
PU3NKN, MOB'I3aHi 3 NOPYLLUEHHMU Y cepi TPyAOBUX BiAHOCUH, LLLO MOXXYTb NPU3BECTU [0 Iopuany-
HuUx Ta piHaHCOBUX BTPAT.

BopaHo4ac cTpareriyHuii aHani3 TpyaoBUX pecypciB € HeBif' €EMHOIO YaCTUHOIO NMN1aHyBaHHS1 i pO3-
BUTKY KagpoBOi nonitukun nignpunemctea. lpaBunbHNA cTpaTeriyHnii aHani3 4O03BOJISIE BUSHAYUTU
CWJIbHI Ta cs1abKi CTOPOHU ICHYIOYO0T KaapPOBOT CTPYKTYPU, OLIHUTU NOTPEOU B HOBUX KOMMNETeHLiax Ta
crieyiasictax, a TakOX MPOrHO3yBaTN MOXXJINBIi 3MiHU B KagpoOBIit CTPYKTYPI nignpnemcTBa. 4ns 4bo-
ro 3aCToCOBYIOTbCS Pi3HIi MeTo4u, 30KpeMa aHaJsli3 MOTOYHOro CTaHy TpyAOBUX pecypciB, OUiHKa
egeKkTnBHOCTI NpaLi, NPOrHo3yBaHHs NOTPe6M B Kaapax y 3B'93Ky 3 MarOyTHiMu 3MiHamu B Gi3Hec-
npouecax cyb'ekTa rocriogaproBaHHsI.

Kpim Toro, craTrs aocnigxye B3a€MoAit0 Mi>K BHYTPILLHIM ayAUTOM Ta CTpaTeriaHuM aHasi3oMm Tpy-
Aosux pecypcis. lNMianpunemctea, Ae BrpoBaaXXxeHo e(peKTUBHY CUCTEeMY BHYTPILLIHbOIro ayanTy, 34aTHi
wBuALLIe BUSIBASITU NPo6GsieMu B opraHi3ayii TpyAoBux BiGHOCUH, a TaKko)X onepaTuBHO pearyBaTtv Ha
3MiHu B TpyAoBii cpepi. BHYTPILWHIVA ayanT gonomarae He Tiflbkyn 3abe3ne4YynTtn BignoBigHICTb
nignpueMcTBa BCiM BUMoOram, a i BABHa4YNTU NPoo6sieMHi 30HN, e MOo)xe 3HagoouTucs nepepo3nogin
pecypciB abo BrnpoBagxeHHs1 HOBUX NiAxoAis [0 ynpaBsiiHHS TPYA0BUMU pecypcami.

OnHi€elo 3 K/TID4Y0BUX TEM, LLO PO3r/ifaloTbCA Y CTaTTi, € BUKOPUCTAHHS Cy4acHUX iHpopmauyiriHnx
TeXHOJIori Ans niasuLeHHs1 e(peKTUBHOCTI cTpaTeriyHoro aHaniay TpyaoBux pecypcis. ABTomartu-
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30BaHi cuctemu ynpasniHHs nepcoHasnom (HRM-cucremu) go3sonsaioTs 36upatv i oopoonaru senu-
Ky KinbKiCTb 4aHuX LWo40 npavuiBHUKIB NiAgMpPUeEMCTBA, L0 3Ha4YHO NoJIerLiye rnpoyec aHanily i npun-
HATTS pileHsb. IHPpopMaLlis, oTpuMaHa 3 Takux CUCTeM, CTa€ OCHOBOIO AJ1s1 TO[4asbLUNX CTPpaTeridyHnx
pPilleHb, L0 CTOCYIOTbCSI PO3BUTKY NepCcoHasy, nnaHyBaHHsS NOTpe6 y HOBUX Kaapax, nigBULLLEeHHS
e eKkTUBHOCTI po60TH NPaLiBHUKIB.

Kpim Toro, BaxsMBum acrneKToM € BUKOPUCTaHHS pe3y/ibTaTiB BHYTPILUHbOIro ayaAnTy y B3aemMonii
i3 30BHILWHIMK ayauTOpamu, BignoBiaHo Ao MixHapogHoro craHgapty ayanty 610 "BukopucraHHs
pe3ynbraTtiB po60THN BHYTPILIHIX ayanTopiB”. Ljeii cTaHaapT BU3Ha4Ya€ KpuTepii, 3a SKNMu 30BHILUHINA
ayauTop MoXxe NoKnaaaTUcs Ha poboTy BHYTPILLHbOIO ayauTy, Lo POOUTL npoyec ayanTy GinbLu iHTer-
poBaHUM Ta ePeKTUBHUM.

CTaTTa TaKoX po3rnsanae OCHOBHI METO4M i iIHCTPYMEHTH, L0 BUKOPUCTOBYIOTbCS B NPOLEecCi cTpa-
TeriyHoro aHanisy TpyaoBux pecypcis, Taki ax SWOT-aHani3, aHani3 nMHHOCTI KaapiB, oyiHka npo-
AYKTUBHOCTI Npauyi Ta iHwi. BUKoOpucTaHHS Taknx IHCTPYMEHTIB fornomMarae nigrnpuemMcTsamMm oTpuma-
TU YiTKe ysIB/IEHHSI PO CTaH iX TPYAOBUX PecypcCiB i 3'acyBaTu, ki 3ycnnns HeobxigHo aoknacTv ans
3abe3ne4YyeHHs1 AOBrocTPOKOBOIO ycrixy i cTabinbHOCTi.

Takum YyuHoM, cTpaTeridyHNi aHasi3 TpyA0BUX PECYPCIB i BHYTPILLHIA ayaNT € BaXXiIMBUMU CKNago0-
BUMM yCriLLHOT KagpoBOi NOsiTUKN, IKi 4al0OTb MOXJIUBICTb NignpnemMcTream e(peKTUBHO BUKOPUCTO-
BYBaTU CBOi pecypcu, 3HNKyBaTU PU3NKN Ta aaanTyBaTNUCs 40 NOCTiHO 3MiHIOBaHOro 6isHec-cepe-
AaoBuuja. CTatrsa Haga€ KOMIMIEKCHWUIA ornsg yux iHCTPYMEHTIB, ix B3aemMopgii Ta 3Ha4YeHHs AJis 3a-

6e3neyeHHs1 BUCOKNX pe3y/ibTaTiB [isiNIbHOCTI NignpuneMcTBa B yMOBaXx Cy4aCHOIro PUHKY.

Key words: internal audit, performance audit, strategic analysis, internal control, human resources, personnel
management, personnel strategy, enterprise performance, personnel audit, HR analytics, personnel potential,

corporate governance, risk management.

KnroyoGBi cnoBa: BHympiwHit ayoum, ayoum eghexkmuBHocmi, cmpamezidHul aHani3, BHYmpiwHii KOHMPOIb, MpPY-
00G6i pecypcu, ynpaBaitHs nepcoHasnom, kadpoBa cmpameais, egpekmuBHicme OisabHocmi nidnpuemcmBa, ayoum
nepconany, HR-ananimuka, kadpoBul nomenyian, kopnopamuBHe ynpaBaiHHs, ynpaB/iHHs pusuKamU.

PROBLEM STATEMENT

In today's rapidly changing market environment and
growing competition, companies face problems of
inefficient human resource management due to insufficient
strategic planning, poor adaptation to new business
requirements, and the lack of an effective internal audit
system. Traditional approaches to human resources policy
often do not allow for the timely identification of weak-
nesses in the personnel structure, forecasting of new
competency needs, or optimization of resource allocation,
which leads to reduced employee motivation, a shortage
of qualified personnel, and financial losses. In addition, the
lack of effective internal auditing in the field of labor rela-
tions complicates the monitoring of compliance with
legislation and internal standards, increasing the risks of
legal sanctions and reputational losses, which requires a
comprehensive approach to the integration of auditing and
strategic analysis of human resources.

ANALYSIS OF RECENT SCIENTIFIC
RESEARCH

Internal audit and human resource management
research is actively covered in contemporary scientific
literature. Dolishniy B. M. [7] analyzes labor organization
and human resources in his monograph, emphasizing the
need for strategic personnel planning to improve enter-

prise efficiency. Gutsalenko L. V. [8] focuses on personnel
control and audit, emphasizing the role of internal audit in
ensuring compliance of labor practices with legislative
norms and corporate standards. Kolesnik T. V. [8]
examines internal audit as a key element of the mana-
gement system, emphasizing its ability to identify risks
and optimize business processes.

Rasulova A. M. [13] considers modern approaches to
the organization of internal audit, proposing the integration
of information technologies to increase its effectiveness,
while Ataeva O., Shevchenko l., and Gadyak . [14] in their
article emphasize effective human resource management
strategies, in particular using HRM systems to forecast
personnel needs. In contrast, Tsyganova O. and Murash-
ko I. [15] emphasize the importance of analytical support
for human resource management, noting that high-quality
data analysis contributes to sound decision-making. Thus,
these sources emphasize the interconnection between
internal audit and strategic analysis of humanresources as
key tools for ensuring the sustainability of an enterprise.

IDENTIFICATION OF PREVIOUSLY
UNRESOLVED PARTS OF THE OVERALL
PROBLEM

Previously, an unresolved part of the problem of human
resource management remained the insufficient integration
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Table 1. Tasks and functions of internal audit in an enterprise

To better understand the relationship
between the tasks, functions, and areas of

internal audit in the enterprise management
system, it is useful to present this in tabular
form:

timesheet data

Field of activity Tasks of internal audit Main functions
Human resources | Assessment of the effectiveness of | Monitoring of personnel
management personnel policy, verification of | processes, control of compliance

personnel records with staffing tables
Labor and payroll | Checking the accuracy of salary Verification of calculations, audit
accounting calculations and the consistency of | of bonus systems

This table summarizes the main tasks of
internal auditing in the field of human

Compliance with
legislation

Analysis of compliance with the
requirements of the labor code and

collective agreement hiring/dismissal

Legal audit, verification of
documents related to

resources, emphasizing its comprehensive
nature and importance in the internal control
system. It is also important to note that

Internal control [ Identifying risks in working with

personnel, developing response

Formulation of recommendations,
participation in internal

internal auditing should be organized in such
a way that its results contribute not only to

measures investigations
Consulting Providing advice on optimizing Improving the effectiveness of
support personnel management structures | management decisions

identifying problems, but also to developing
ways to solve them, considering the

Source: compiled by the authors based on [7, 8, 9].

of internal audit with strategic personnel analysis, which
limited the ability of enterprises to respond quickly to
changes in the business environment, predict the need for
new competencies, and effectively use HRM systems for
comprehensive analysis of personnel data.

THE AIM OF THE RESEARCH

The aim of the study is to conduct a comprehensive
analysis of the role of internal human resources auditing
as a key corporate governance tool aimed at identifying
shortcomings, assessing risks, and developing recom-
mendations for improving personnel policy, as well as
determining the importance of strategic analysis of human
resources for ensuring the adaptability, stability, and
competitiveness of an enterprise in the modern labor
market through the integration of analytical methods and
arisk-oriented approach.

PRESENTATION OF THE MAIN RESEARCH
MATERIAL

In the current operating environment for businesses,
regardless of ownership structure or industry, internal
auditing is becoming increasingly important as a com-
ponent of internal control systems, ensuring the reliability
of management processes, efficient use of resources, and
compliance with regulatory requirements. lts role is
particularly important in view of the need to respond
quickly to changes in the external environment, growing
demands for transparency and effective human capital
management.

Internal audit in an enterprise is an independent, objec-
tive activity that provides assurance and advice to enhance
the value and improve the performance of the organization.
It contributes to the achievement of the enterprise's goals
through a systematic approach to the assessment and
improvement of risk management, control, and corporate
governance processes. Unlike external auditing, which is
mostly periodic in nature and aimed at confirming the
reliability of financial statements, internal auditing is a
permanent element of the enterprise's management system
and covers a much wider range of issues, in particular
verifying the effective use of resources, reducing costs,
compliance with internal policies, as well as auditing human
resources, which examines personnel policy, labor
accounting, motivation systems, personnel management,
etc. [5].

strategic goals of the enterprise.

Thus, internal audit is a tool that helps
the enterprise to effectively manage its human resources,
ensures transparency of personnel policy, prevents abuse,
and contributes to the formation of high-quality
management decisions aimed at increasing the compe-
titiveness of the enterprise.

Regarding the strategic analysis of human resources
as an object of audit control, its distinctive feature is its
focus not only on the compliance of personnel policy with
current legislation and internal regulations, but also on the
identification of strategic risks and opportunities related
to human capital. During this audit, they look at stuff like
how well the staff is being used, how good they are at their
jobs, if the organizational structure is the best, it can be,
how much it costs to have staff, and how HR policies affect
how well the company does overall.

Within the framework of strategic analysis, human
resources are considered a key intangible asset that direc-
tly affects the competitiveness and innovative capacity of
the enterprise. Therefore, the audit covers not only
financial aspects, but also qualitative ones, such as the
motivation system, personnel reserve, corporate culture,
adaptation, and training of personnel. This approach allows
us to identify systemic weaknesses in human resource
management and formulate recommendations for long-
term personnel development in the context of the com-
pany's overall strategy.

The peculiarity of internal human resources auditing
is that the object of verification is not only the actual
presence of personnel, their number, qualifications, or
labor costs, but also the processes of human resources
management themselves. These include: the formation of
personnel policy, recruitment and adaptation of personnel,
training and professional development, the evaluation
system, motivation and incentives, career growth,
compliance with labor discipline, social protection, and the
regulation of labor relations. Thus, internal audit should
assess how effectively these processes are implemented,
whether they comply with regulatory requirements and
internal policies of the enterprise, and whether they ensure
the achievement of the organization's goals [5].

Unlike financial audits, which are based primarily on
the analysis of documents, indicators, and financial
statements, humanresources audits require adeeper dive
into management processes, communication with HR
representatives, studying job descriptions, orders, work
schedules, as well as the results of personnel appraisals
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Table 2. Criteria for evaluating internal audit results

in accordance with ISA 610

Systematic improvement of the metho-
dological base, upgrading the quali-
fications of auditors, and introducing

automated tools for data control and

analysis are allimportant organizational
conditions for ensuring the effective-

training, and certification of internal
auditors

Assgssrflent Contents of characteristics Value for external audit
criterion
Objectivity The degree of independence of the internal | Provides confidence in the
auditor from the departments he audits impartiality of audit results
Competence Qualifications, experience, professional Ensures an adequate level of

quality of audits performed

ness of internal audit in general and
control over human resources in parti-
cular.

Scope of activity | The scope, depth, and subject coverage of
internal audits, including human resources

audit

Allows determining the
relevance of results for external

ISA 610 is based on the under-
standing that internal auditors, who are

Professional
approach

Compliance by internal auditors with
standards, methodologies, and
documentation procedures

Promotes trust in internal audit
conclusions

part of the organizational structure of
the enterprise, have direct access to

The existence of internal audits of the
work of the audit department

Quality control

Increases confidence in the
consistency and reliability of
the audit function

information and are well acquainted with
the specifics of the enterprise's acti-
vities, internal processes, and risks. If

Source: compiled by the authors based on [4].

and internal evaluations. In doing so, the auditor must
consider not only the formal side, but also the actual state
of affairs: whether the declared personnel policy is being
implemented in practice, whether there are violations of
employees' rights, whether motivation systems that
actually affect work efficiency are being implemented [9].

Assessing the effectiveness of human resource use is
particularly challenging, as not all aspects can be measured
quantitatively. For example, employee satisfaction, com-
munication quality, motivational climate, or management
culture in a team requires the use of qualitative audit
methods, such as questionnaires, interviews, and expert
assessments. Thus, internal auditing must consider both
quantitative and qualitative characteristics of personnel,
which distinguishes it from other areas of auditing.

Another important feature is the legal basis for
controlling labor relations. The auditor must verify com-
pliance with the requirements of the Labor Code of Uk-
raine, legislation on occupational safety, social insurance,
non-discrimination, and other legal norms governing labor
relations. Particular attention is paid to the correctness
of the conclusion and termination of employment
contracts, the timely registration of changes in personnel,
and the compliance of personnel documentation with
established standards. Compliance with vacation
schedules, the timeliness of salary payments, the accoun-
ting of overtime work, and internal control over labor
discipline are also subject to audit.

In addition, human resources auditing is closely linked
to the risk management of the enterprise. It is the personnel
that can be the source of many risks: financial, reputational,
legal, and operational. Lack of proper control over em-
ployee activities, errors in salary calculations, insufficient
qualifications, conflicts within the team, or non-compliance
with internal policies can all have serious consequences
for the company [9].

The organization of internal auditing must also
consider the requirements of international standards, in
particular ISA 610, which defines the conditions for the
use of the results of internal auditors by external auditors.
This necessitates the maintenance of proper docu-
mentation, adherence to high standards of professional
ethics and objectivity, as well as regular assessments of
the quality of internal auditing by company management.

their work is properly organized and

meets the criteria of objectivity, compe-
tence, professionalism, and proper documentation, the
results of this work can be used by an external auditor in
the process of planning and conducting an independent
audit [4].

This issue is particularly important in the field of human
resources, where internal audit has access to sensitive
information: personnel documents, personal files, payroll
reports, materials from official inspections, etc. Provided
that the standard is complied with, the external auditor
can verify the quality and depth of the analysis performed
by the internal auditor and decide on the appropriateness
of using the results obtained in their own work. This applies
to both preliminary checks and ongoing observations, the
results of assessing compliance with labor legislation,
personnel policy, and the state of internal control in the
field of personnel management.

To decide whether to use the results of the internal
audit, the external auditor evaluates several key charac-
teristics, which are presented in the table below:

These criteria are used by the external auditor as a
basis for deciding on the level of reliance on the results of
theinternal audit. If these criteria are fully met, the external
auditor canintegrate the results of internal audits into their
own audit program, which is particularly valuable during a
comprehensive analysis of human resources when quick
access to verified and systematized personnel data is
required.

In addition, ISA 610 provides for the possibility of not
only using ready-made materials but also working together
with internal auditors in the performance of certain
procedures. Such interaction is particularly effective in
large enterprises or in cases where the external audit
covers a significant number of departments and thereis a
need to involve additional resources. In this case, the
responsibility for the final conclusions and audit judgment
remains with the external auditor, but the level of trust in
internal audit can significantly affect the scope and depth
of the independent audit.

In conclusion, it can be noted that the use of internal
audit results in accordance with ISA 610 allows for
increased efficiency of both internal and external control,
contributes to better coordination of actions, optimization
of costs and resources, and ensures complete disclosure
of information about the state of management systems,
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particularly in the field of human resources. This approach
not only meets international practice requirements but also
increases the overall transparency and reliability of the
company's activities in the eyes of investors, partners, and
regulatory authorities.

Having considered the theoretical foundations of
internal audit and strategic analysis of human resources,
which emphasize their role in ensuring effective personnel
management and reducing risks, it is advisable to move
on toanalyzing the practical application of these tools. To
this end, a study was conducted using the example of PJSC
"KPMG Audit", which made it possible to assess how
theoretical approaches are implemented in real conditions,
identify the strengths and weaknesses of the company's
personnel policy, and verify the effectiveness of internal
audit recommendations in optimizing human resource
management.

At PJSC "KPMG Audit", strategic human resource
analysis is implemented as part of an integrated personnel
management system that includes the HR department, the
operational planning department, and the financial and
economic department. The Head of Human Resources plays
a key role in coordinating the process, initiating internal
strategic sessions every six months to assess and forecast
staffing needs. Managers of key departments (audit,
consulting, legal services) participate in these sessions.

Internal personnel management systems are used to
collect data, including modules for personnel accounting,
analytics, and performance evaluation (using the SAP
SuccessFactors system). The company has created a
separate role of HR analyst, who is responsible for
preparing interactive dashboards that visualize data on
personnel structure, staff turnover, team workload, etc.
This structural support allows for strategic analysis to be
conducted not sporadically, but on aregular basis with high
accuracy.

In particular, the age structure of the staff (the average
age of employees is 26), the distribution by level of
education (94% of employees have higher education, 83%
of them in economics), and the ratio of experienced
auditors to young specialists are analyzed. Particular
attention is paid to the staff turnover rate, which in 2024
was 12.2% and was mainly observed among young
employees with up to 2 years of experience.

The company also tracks the staff stability index-the
percentage of employees who have been working for more
than three years-and this indicator has remained stable at
55—60%. To identify the reasons for dismissal, exit
interviews are conducted with employees. The data is
automatically entered into the system, after which the HR
analyst generates trend charts, which are regularly
discussed with top management. This allows for a quick
response to changes and decisions to be made regarding
adjustments to personnel policy.

The assessment of professional competencies at PJSC
"KPMG Audit" is based on a multi-level Performance
Review system, which is conducted twice a year, in May
and October. Employees are assessed on several criteria:
technical knowledge, quality of completed projects,
compliance with audit standards, ability to work in a team,
and leadership potential. The assessment system is based
on senior colleagues filling out ERFs (engagement review

forms) for their junior colleagues, in which the employee
first assesses their own work, and then the senior
employee writes their assessment.

For junior specialists, the key factors are progress in
training (internal academy "GLMS"), adaptation dynamics,
and participation in certification programs (e.g., ACCA,
CIPA). The average level of external certification passes
is growing every year, which is one of the KPIs for the
personnel development department. Based on the results
of the assessment, individual development plans are
formed, which become part of HR analytics when planning
the personnel reserve.

Forecasting staffing needs at PJSC "KPMG Audit" is
based on financial planning, the number of expected
projects, and strategic initiatives. For example, when
launching a new IT audit service in 2024, the need for 12
new specialists with experience in cybersecurity was
calculated. To this end, the HR department prepared a
recruitment campaign in advance, which lasted more than
three months and was accompanied by testing.

The forecast also considers seasonal workload: during
financial reporting periods (January-March), an internal
reserve is formed from among consultants and interns, who
are temporarily transferred to the busiest projects.
Forecasting is based on a special HR analytics module that
processes historical data and considers scenario modeling.
In this way, the company reduces the risks of staff short-
ages or team overload.

Every year, PJSC "KPMG Audit" conducts a SWOT
analysis of its human resources, the results of which form
the basis of its HR strategy. The company's strengths
include a high proportion of certified auditors (over 30%),
a corporate academy with an extensive professional
development program, and low levels of conflict within
teams. Weaknesses include a limited number of candidates
with IT skills and high levels of emotional burnout among
auditors during peak periods.

Opportunities for development include digitizing HR
processes, automating internal training, and expanding
cooperation with universities to attract young profe-
ssionals. Threats include competition for qualified
personnel from other international audit firms, as well as
changing client demands that require new competencies
(particularly in ESG reporting). Based on the analysis, HR
initiatives are developed, including a review of the bonus
policy or team restructuring.

An interactive analytical dashboard in Power BlI,
integrated with internal accounting systems, is being
prepared for senior management. This allows real-time
viewing of changes in the personnel structure, assessment
of the effectiveness of training, motivational measures,
and reduction or increase in personnel costs. The analytics
also serve as the basis for adjusting the annual budget for
HR needs.

As of the end of 2024, the number of employees of
KPMG's Ukrainian office (including all companies) was
approximately 550. Of these, the majority (62.4%) were
employed in the audit department, about 14.7% in tax
consulting, another 12.1% in consulting and accounting
support, and the rest in administrative departments and
newly created units. The average age of employees was
36, and the average length of service in the company was
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Table 3. Analysis of labor resource indicators at PJSC "KPMG
Audit” for 2023—2024

incomplete efficiency of resource use in the
summer period and in the period from
March to February due to seasonality, phy-

Indicator 2023 y 2024 y Deviation Trend . f
Average number 244 people 246 peple +2 peple Growth sical and moral stress, and unstable moti-
of employees vation. This requires further improvement
Staff turnover rate 17,30% 14,50% 2,8 ps. Improvement | of the bonus system, greater flexibility in
Average salary 35600 UAH 48 250 UAH +12 650 UAH Growth work ScheduleS, and the development of
Personnel costs (total) | 166 0Mln UAH [291 0Mln UAH |+125 MIn UAH GI:OWTh personnel support programs.
Sharelofpersonnel 72,5% 79,5% +0,7 p.s. Slight growth An internal audit showed that the HR
costs in total costs . . S
Vacancy fill rate 88,50% 85,30% +3,2 p.s. Improvement policy of PJSC "KPMG Audit" is compre-
Share of personnel 93% 94.2% 13,5 ps. Growth hensive, strategically oriented, and open to
with higher education change. The company invests in staff deve-

Source: calculated by the authors based on internal company information.

4.2 years. There was a tendency to renew the staff, which
was due to the expansion of the network and the
recruitment of new employees.

To detail the main aspects of human resources and
identify the strengths and weaknesses of personnel policy,
a comparative analysis of key indicators was conducted
during the internal audit, which is presented in the table
below (based on the audit department):

A positive sign is the decrease in staff turnover, which
indicates stabilization of personnel, reduction in employee
burnout, improvement of working conditions, and more
effective adaptation of new employees. There has also been
an increase in average salaries, which is the result of a review
of the compensation policy, considering inflation and the
competitive environment. At the same time, the share of
personnel costs in the company's total costs remains
consistently predominant, and its growth indicates the opti-
mization of other types of costs and the allocation of free
resources to personnel development and compensation.

Particular attention was paid to assessing the
company's personnel policy during the research process.
At the strategic management level, PJSC "KPMG Audit"
declares the principles of sustainable personnel develop-
ment, in particular: internal career growth, support for
young professionals, equal access to opportunities, and
continuous training.

However, the audit also revealed some issues. Despite
the high level of vacancy filling, there is a problem with the

Table 4. Assessment of the effectiveness of internal audit of
human resources at PJSC "KPMG Audit” in 2024

lopment, provides stable working con-
ditions, gradually reduces staff turnover,
and demonstrates positive dynamics in key indicators. At
the same time, certain challenges remain, especially in
managing personnel who work entirely remotely, which
creates a basis for further improvement of HR processes
and personalized approaches to human resource mana-
gement.

After conducting an internal audit of human resources
at PJSC "KPMG Audit,", it became necessary not only to
analyze the current state of the company's personnel
policy, but also to evaluate the effectiveness of the audit
function itself — that is, to determine the extent to which
the personnel audit fulfills its tasks, whether it ensures the
timely identification of problems, and whether it cont-
ributes to effective management decisions. In the process
of analyzing the effectiveness of the internal audit, both
quantitative and qualitative indicators were considered:
the number of violations identified, the implementation of
recommendations, the impact on staff turnover,
improvements in discipline, changes in the motivation
system, as well as feedback from department heads.

During 2024, internal audits covered 14 projects,
involved more than 140 employees, analyzed more than
100 personnel files, and conducted a selective audit of the
payroll system, time sheets, and disciplinary penalties. The
audits revealed several deviations that indicated the need
to review certain HR procedures and regulations.

To summarize theresults of the internal audit assess-
ment in the field of human resources, it is advisable to
present the following analytical table:

As shown in Table 4, the internal audit
had a tangible practical result. The number
of violations in personnel record keeping and

After . . L.
Assessment indicator | Before audit | implementation | Deviations Impact t.lme sheet progessmg decreased signi-
recommendations assessment | ficantly. After adjusting internal procedures,

Number of personnel 13 6 -7 High automating approvals, and strengthening
violations (average per control by financial services management,
?mjec? - S o this problem was almost eliminated.

ercentage o - (] - 1g . g .
recommendations The identified causes of excessive tur-
implemented on time nover (uneven workload, poor adaptation of
Average time taken to - 3 days - Satisfactory | new employees) were considered when
resolve identified issues reviewing policies. The internal auditors'
Violations in the 27% projects | 8% projects —19p.s. Significant recommendations to introduce mentoring for
completion of timesheets | iewb di
Cases of late payment of |0 cases 0 cases -0 Control newemp Pyees’ review bonus rates, and im-
salaries influence prove shift schedules led to greater staff
Level of satisfaction of |- 4,6 - Positive stability.
manlagers Wltsh the audltl Thus, the internal audit of human re-
results (on a 3-point scale) sources at PJSC "KPMG Audit" demonstra-

Source: calculated by the authors based on internal company information.

ted high effectiveness in most areas. Its
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recommendations contributed to a reduction in violations,
improved personnel management, increased responsibility
of managers for HR processes, and an overall streng-
thening of labor discipline. At the same time, to increase
long-term effectiveness, the audit should not only identify
problems, but also more actively perform the role of a
consultant and knowledge provider-with the aim of not only
controlling but also developing the personnel management
system at a strategic level.

CONCLUSIONS

The conducted internal audit of the enterprise's
human resources allowed us to comprehensively
characterize the essence, tasks, and functions of this
process as an important element of management and
control and analytical activities. Unlike external
auditing, internal auditing is a permanent element of
corporate governance aimed at ensuring the effective
functioning of all internal processes, particularly in the
field of human resource management. It provides
management with objective information about the
personnel situation at the enterprise, identifies vio-
lations, assesses risks, and formulates recommen-
dations necessary for making informed management
decisions. The study found that human resources are a
particularly sensitive and complex area for auditing, as
it combines legal, organizational, psychological, and
ethical aspects that are not always quantifiable. The
peculiarities of human resources auditing lie in the need
to analyze both formal documents and the actual state
of personnel, working conditions, motivation levels,
compliance with legislation, and the effectiveness of
personnel policy.

Organizational support for internal auditing at an
enterprise should be based on clearly defined
procedures, an appropriate structure, the independen-
ce of the audit function from operational management,
and the human resources potential of auditors. It is also
important to ensure effective interaction between
internal auditing and other enterprise services.
International Auditing Standard 610 plays a significant
role in improving the effectiveness of interaction
between internal and external audit, establishing
criteria under which external auditors can rely on the
results of internal audits. This increases confidence in
the internal audit service and integrates its work into
the overall corporate control system.

The practical part of the study, carried out on the
example of PJSC "KPMG Audit," showed that the com-
pany pays considerable attention to personnel
management issues, improving personnel policy, and
providing social guarantees for employees. The internal
audit revealed both strengths in human resources-
reducing staff turnover, increasing salaries, and
developing training programs-and specific problems,
particularly in terms of timekeeping, personnel
documentation, and regional differences in the quality
of personnel management. After implementing the
internal audit recommendations, the number of
violations was significantly reduced, staff turnover was
cut, discipline was improved, and greater transparency
in HR processes was ensured.

Strategic analysis of human resources is an integral
part of the overall strategic management system of an
enterprise. Its results allow identifying the strengths
and weaknesses of human resources, forming an
effective personnel policy, and adapting personnel to
market demands and technological changes. By
analyzing human resources from a long-term pers-
pective, the enterprise can respond to internal and
external challenges in a timely manner, ensuring sta-
bility and competitiveness.

The successful implementation of a strategic approach
to human resource management is based on the
comprehensive application of analytical methods, the
integration of results into the overall development
strategy, and a focus on the development of human capital
as the main asset of the organization.

As a result, we can conclude that internal human
resource auditing plays an important role not only in
identifying shortcomings but also in forming a
sustainable personnel management system. lts
effectiveness is determined not only by the number of
problems identified but also by the ability to propose
solutions that change personnel policy for the better.
The further development of internal auditing should be
directed toward increasing analytical depth, expanding
the consulting function, and introducing a risk-oriented
approach to assessing human resource management
processes, which will enable enterprises to respond
more effectively to the challenges of the modern labor
market.
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