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Abstract 
Human Resource audit (HR) is an essential tool in analysing the effectiveness, compliance, and strategic alignment of 
HR functions in organizations. The practice of conducting HR audits tends to differ between industries and geographic 
locations, due to various organizational, regulatory, and socio-economic factors. Understanding regional variations in 
HR audit practices becomes crucial, particularly for Small and Medium Enterprises (SMEs) operating under diverse 
institutional environments. The study employs a quantitative approach in comparing HR audit practices between two 
different districts in terms of their industrial diversity i.e. Ludhiana and Fatehgarh Sahib. A descriptive -comparative 
research design was adopted and structured surveys were administered to 200 HR professionals and organizational 
owners across diverse industries. The survey captured data related to HR audit frequency, comprehensiveness, follow-
up mechanisms, resource allocation, and perceived effectiveness of HR functions. The results were then analysed using 
statistical tools like descriptive statistics, ANOVA and frequency distribution for identifying significant differences 
between audit practices in distinct districts. The findings show significant differences in the methodologies used in HR 
audits, resource use, and alignment with district goals. In addition, there are common challenges, such as weak audit 
frameworks and uneven follow-up processes after an audit. The study contributes to the existing HR audit literature 
by highlighting the influence of regional and industrial diversity on HR audit outcomes. These findings provide the 
basis for region-specific best practices and strategies to improve audit effectiveness in order to promote sustainable 
HR practices across industries. 

Keywords: Compliance, Effectiveness of HR Functions, HR Audit, HR Practices, Industrial Diversity, Strategic 
Alignment. 
 

Introduction
HR audit has emerged as an important mechanism 

ensuring HR functions align with organizational 

strategies, compliance requirements, and 

operational efficiency. It evaluates HR practices to 

identify strengths and weaknesses, helping 

organizations improve processes and reduce risks. 

Guided by RBV, HR audits strengthen human 

capital and review recruitment, training, 

performance management, and workforce 

planning to address regulatory, diversity, 

technological, and sustainability challenges (1). 

Industrial diversity refers to the existence of 

multiple industries within a region, which 

influences HR audit practices. Each industry has its 

own requirements; for example, technology-based 

industries focus on innovation, while 

manufacturing industries emphasize compliance 

and labour stability. Institutional Theory explains 

that regulatory environments and industry norms 

shape the scope and implementation of HR audit 

practices. Literature highlights the need for 

flexible HR audit models that consider industrial 

diversity. However, limited research has examined 

the direct impact of industrial diversity on HR 

audit practices, indicating the need for further 

investigation. Geographic and socio-economic 

factors also influence HR audit implementation. 

Developed regions tend to have structured HR 

audit practices, whereas emerging regions often 

face challenges such as resource constraints and 

lack of follow-through (2). Several systemic 

challenges also affect the effectiveness of HR 

audits, including weak audit frameworks, lack of 

standardized methodologies, insufficient follow-

up procedures, and limited resources. These issues 

vary across industries and regions with diversified 

industrial profiles. From the Resource-Based View 

perspective, SMEs often lack the capacity to 

leverage HR audits as strategic resources, 

highlighting the need to understand regional
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characteristics influencing HR audit practices. This 

study addresses this gap through a comparative 

analysis of HR audits across districts with diverse 

industrial profiles, examining HR audits from both 

compliance and strategic perspectives (3).

 

 
Figure 1: Conceptual Framework Linking District Context, Industrial Diversity, HR Audit Practices, 

Outcomes, and Challenges 

As shown in Figure 1 above, district-level context 

and industrial diversity moderate HR audit 

practices through institutional factors. HR audit 

practices, as strategic resources according to the 

Resource-Based View perspective, play a critical 

role in determining various outcome variables 

such as HR audit effectiveness, compliance, and 

strategic alignment. Lastly, there is recognition of 

common challenges that moderate HR audit 

practice effectiveness across districts. 

Despite the increasing number of studies on HR 

audit practices, a knowledge gap remains 

regarding how regional institutional diversity 

affects HR audit results rather than merely their 

adoption. Existing literature discusses HR audit 

methodologies but provides limited insight into 

how differences in institutional, socio-economic, 

and regulatory environments influence HR audit 

outcomes. Some studies address sustainable HR 

processes only at the macro level without 

explaining how regional diversity affects HR audit 

effectiveness and strategic alignment of HR 

practices (4). This study addresses the gap through 

a cross-district comparative analysis examining 

industrial and institutional diversity and their 

impact on HR audit effectiveness, compliance, and 

alignment with regional development goals (5), 

while also exploring systemic HR audit challenges 

(6). 

HR audits are essential in assessing workforce 

competencies and improving organizational 

effectiveness in various industries. Studies have 

shown that HR audits are essential in improving 

healthcare outcomes through workforce 

competency assessment and training 

effectiveness. Studies have shown that 

professional expertise and specialization are 

essential in improving audit outcomes in the 

auditing profession, which can be applied to HR 

audits in assessing workforce qualifications and 
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competencies (7). Other studies have shown that 

financial expertise is essential in improving risk 

management and compliance outcomes in 

governance structures, which can be applied to HR 

audits in assessing governance competencies (8).  

Literature emphasizes the significance of HR 

audits in strengthening corporate governance, 

diversity, sustainability, and talent management 

across industries. Research on corporate 

governance in the UAE highlights variability in 

governance disclosures, emphasizing the 

importance of accountability and responsibilities. 

HR audits contribute by examining governance 

roles and communication within HR systems, 

improving transparency and accountability in 

organizations (9). HR audits also support diversity 

and inclusion initiatives addressing women’s 

empowerment and equality in the workplace (10). 

Sustainability has become an important focus, as 

studies on green HRM practices show that 

sustainability initiatives influence employee 

behaviour and commitment (11). Research also 

highlights the role of HR audits in evaluating 

recruitment, development, and retention practices 

to enhance organizational performance (12). 

Public sector audit studies demonstrate that 

structured audit mechanisms strengthen 

governance effectiveness (13). However, SMEs 

face challenges such as limited financial resources 

(14), misalignment between HR practices and 

business strategies (15), the need for alignment 

between IT and HR management (16, 17), and 

technological limitations including low adoption of 

HRIS and digital audit tools (18, 19). 

Employee attitudes toward HR departments 

influence the success of HR audits. The 

introduction of e-HRM may create varied 

employee perceptions of HR processes, and 

negative attitudes toward HR initiatives can 

reduce audit effectiveness, reflecting challenges in 

building accountability within SMEs. Compliance is 

another issue, as changing regulations affect audit 

practices. Lack of understanding of compliance 

requirements among small business owners can 

lead to weak HR audit practices and increased 

compliance risks (20). Another major issue that 

has impacted the efficiency of HR audits is related 

to HR expertise and training. Many organizations 

have not invested enough in training HR personnel, 

which is essential in ensuring effective HR audits. 

The effectiveness of integrated internal audits is 

often dependent on auditor competence, 

standardized frameworks, and coordination 

within management systems (21). These findings 

are applicable to HR audit practices, where a lack 

of expertise and proper integration with existing 

systems may impact the quality and results of 

audits. Furthermore, the dynamic nature of HR 

practices requires ongoing learning and 

adaptation, an area where organizations often fail 

to focus. 

Lack of resources is an additional factor that may 

impact the success of HR audits. Financial 

constraints, allocation of time, and technological 

support may impact the ability of HR departments 

to effectively execute audits. Research on audit and 

feedback practices indicates that a lack of 

resources may impact the effectiveness of audits 

by 22%. Such factors may impact HR audit 

practices, where financial constraints and a lack of 

external support may impact systematic 

evaluation and action planning. In addition, 

without proper resources, HR departments may be 

unable to obtain accurate data or hire experts to 

facilitate audits (22). 

Research on the dynamic role of internal auditing 

highlights the shift from an integrated and value-

adding role to strategic management systems (23). 

This approach underscores the significance of 

linking HR audits with overall organizational and 

management systems to achieve effectiveness and 

strategic importance. On another note, the lack of 

standardized audit procedures may create 

inconsistencies and reliability problems in terms 

of HR audit outcomes. In addition, data privacy and 

ethical issues may create more obstacles in 

carrying out HR audits. For instance, organizations 

must comply with existing legislation concerning 

data privacy for their respective employees. This 

may limit the evaluation methods used in carrying 

out the auditing process (24). Therefore, finding a 

balance between meeting legal requirements and 

conducting effective HR evaluation is another 

challenge facing organizations. Work culture 

significantly influences the effectiveness of HR 

audits. If organizational culture lacks transparency 

and accountability, employee engagement in the 

audit process may be limited (25). When 

employees view audits as formalities rather than 

constructive evaluations, participation decreases, 

limiting meaningful insights. SMEs also face 

challenges such as limited financial resources, lack 
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of skilled personnel, and complex employment 

regulations. Difficulties in attracting and retaining 

talent and limited adoption of HR information 

systems further restrict effective HR audits. The 

Resource-Based View and Social Exchange Theory 

provide useful perspectives for addressing these 

challenges (26). 

Studies on the evolution of HR audit practices 

highlight their role in assessing HR efficiency and 

ensuring compliance with organizational policies 

and regulations. Similar to financial audits, HR 

audits help organizations identify gaps in HR 

effectiveness, develop best practices, and improve 

productivity (27). The process includes defining 

scope, planning, data analysis, benchmarking HR 

practices, and reporting findings. SMEs face 

structural HR challenges as HR responsibilities 

often rest with general managers rather than 

specialists (28). Their dynamic nature, limited 

resources, and need for reliable employees create 

challenges for effective HRM and HR audit 

implementation (29). 

Misconceptions between auditors and employees 

can hinder the audit process. Employees often 

perceive audits as inspections rather than 

constructive evaluations, leading to negative 

attitudes. HR specialists play an important role in 

bridging communication between auditors and 

employees and promoting a quality-oriented 

culture (30). Although HR audits improve 

accountability and transparency, organizations 

must overcome challenges such as lack of 

expertise, resistance to change, and limited 

resources. 
 

Methodology  
Research Design 
The research employed a structured survey 

method targeting HR professionals and 

organizational owners in two districts. The study 

follows a descriptive–comparative research 

design, as it describes existing HR audit practices 

and compares differences between districts with 

varying industrial diversity. The survey collected 

quantitative data on various HR audit practices, 

including audit frequency, methodologies, 

resource allocation, and perceived effectiveness in 

improving key HR functions. 

Sampling 

A purposive sampling technique was used to 

ensure participation from respondents with direct 

knowledge and experience of HR audit practices. 

The target population comprised HR professionals 

and organizational leaders from diverse industries 

within the two districts. A total sample size 200 of 

participants was determined based on statistical 

power requirements and district representation. 

Statistical Technique 
The study employs various statistical methods to 

analyse the collected data. Descriptive statistics, 

including measures such as frequency 

distributions, are used to summarize trends and 

patterns in HR audit practices across the two 

districts. Inferential statistical techniques are 

applied to test differences and relationships 

among study variables. Analysis of Variance 

(ANOVA) is used to identify statistically significant 

differences in HR audit practices between the two 

districts. Correlation analysis is conducted to 

examine the relationships between key variables, 

such as industrial diversity and the effectiveness of 

HR audit frameworks. Multiple regression analysis 

is utilized to identify significant predictors of HR 

audit effectiveness, resource utilization, and 

alignment with district-specific goals. These 

techniques were selected to enable meaningful 

comparison between districts and to examine 

relationships among key variables in line with the 

study objectives. 

Data Collection 
The data collection process is centred around 

structured surveys administered to 200 HR 

professionals and organizational owners from 

diverse industries across two districts. The survey 

instrument is a structured questionnaire designed 

to collect data on HR audit methodologies, 

resource allocation, compliance levels, perceived 

effectiveness, and challenges. Likert-scale items, 

binary questions, and ranking questions are used 

to facilitate quantitative analysis. As the study is 

cross-sectional in nature, the findings reflect 

associations rather than causal relationships, 

which are acknowledged as a methodological 

limitation. 

Common Method Bias 
Given the self-reported nature of the survey data, 

both procedural and statistical remedies were 

employed to address potential common method 

bias. Respondents were assured of anonymity and 

confidentiality, and the questionnaire items were 

carefully designed to minimize response bias. 

Statistically, Harman’s single-factor test was 



Malhotra and Mishra,                                                                                                                                        Vol 7 ǀ Issue 2 

170 
 

performed using exploratory factor analysis. The 

results indicated that the first factor accounted for 

less than 50% of the total variance, suggesting that 

common method bias does not pose a significant 

threat to the validity of the study findings.

 

Results 
Table 1: Reliability of Research Instrument 
Construct Cronbach’s Alpha 

Audit Frequency 0.76 

Audit Comprehensiveness 0.84 

Follow-Up Actions 0.81 

HR Audit Challenges 0.78 

Overall Scale 0.86 

Reliability Analysis 
Table 1 presents the reliability statistics of the 

research instrument, indicating acceptable to high 

reliability across all constructs. The Cronbach’s 

alpha values for audit frequency (0.76), audit 

comprehensiveness (0.84), follow-up actions 

(0.81), and HR audit challenges (0.78) exceed the 

recommended threshold, while the overall scale 

demonstrates strong reliability with a value of 

0.86.
 

Table 2: Descriptive Statistics Table 

District N 
Mean (Audit 

Frequency) 

Std. 

Deviation 

Mean (Audit 

Comprehensiveness) 

Std. 

Deviation 

Mean 

(Follow-up 

Actions) 

Std. 

Deviation 

Ludhiana 100 3.45 0.55 4.15 0.70 3.85 0.65 

Fatehgarh Sahib 100 2.85 0.60 3.55 0.75 3.25 0.60 

Total 200 3.15 0.60 3.85 0.75 3.55 0.63 

Significant Differences in HR Audit 

Practices between Two Districts 
Table 2 presents the descriptive statistics for audit 

frequency, audit comprehensiveness, and follow-

up actions for organizations located in Ludhiana 

and Fatehgarh Sahib. The results indicate higher 

mean scores for all HR audit practice dimensions 

in Ludhiana compared to Fatehgarh Sahib, 

suggesting relatively stronger HR audit practices 

in the former district.

 

Table 3: ANOVA Table 
Variable Sum of Squares df Mean Square F Sig. (p-value) 

Audit Frequency Between Groups 18.12 1 18.12 52.89 

 Within Groups 67.98 198 0.34  

Audit Comprehensiveness Between Groups 21.40 1 21.40 47.76 

 Within Groups 88.86 198 0.45  

Follow-Up Actions Between Groups 20.40 1 20.40 52.50 

 Within Groups 77.00 198 0.39  

Table 3 shows the results of the One-Way ANOVA 

test show that there is very good evidence of 

statistically significant differences in HR audit 

practices between districts Ludhiana and 

Fatehgarh Sahib. In case of the variable Audit 

Frequency, Ludhiana shows a significantly higher 

mean score of 3.45 compared to Fatehgarh Sahib at 

2.85 with a p-value of p < .001. This indicates that 

HR audits in Ludhiana are conducted more 

frequently than in Fatehgarh Sahib, suggesting a 

more proactive approach to monitoring and 

assessing HR functions in organizations within the 

former district. Similarly, for the variable Audit 

Comprehensiveness, the mean score for Ludhiana 

(4.15) is substantially higher than that for 

Fatehgarh Sahib (3.55), with a p-value of p < .001. 

This finding indicates that HR audits in Ludhiana 

are more comprehensive and detailed, covering a 

wider range of HR functions and ensuring greater 

alignment with organizational and district-level 

objectives. In terms of Follow-Up Actions, the 

results also show a significant difference, with 

Ludhiana achieving a mean score of 3.85 compared 

to 3.25 in Fatehgarh Sahib, and a p-value of p < 

.001.
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Table 4: Multiple Regression Analysis of HR Audit Practices 
                         Coefficients 

      Model 

Unstandardized Coefficients Standardized Coefficients  

B Std. Error Beta t Sig. 

 (Constant) 1.141 .245  4.660 p < .001 

Audit Frequency 0.35 0.08 0.31 4.38 p < .001 

 Audit Comprehensiveness 0.42 0.09 0.36 4.67 p < .001 

Follow-Up Actions 0.28 0.07 0.25 4.00 p < .001 

Note: Dependent Variable: Effectiveness of HR Functions 

Table 4 shows the regression results which 

indicate that audit frequency, audit 

comprehensiveness, and follow-up actions have a 

significant and positive influence on the 

effectiveness of HR functions. 

This will depict the fact that organizations in 

Ludhiana are more probable to implement timely 

and effective corrective action based on audit 

findings in which all identified issues are 

addressed with their improvement. The results 

from all the variables are persistently high across 

Ludhiana. These imply that organizations in the 

Ludhiana district consider HR audit a crucial 

strategic instrument in augmenting effectiveness 

in HR functions, fulfilling governmental 

regulations, and in better aligning their HR 

activities with the set objectives in the 

organizations as a whole. Generally speaking, a 

considerable gap seems to have emerged between 

these two districts in HR auditing practice. Such 

variations might be due to differences in the 

industrial activities or perhaps greater number of 

larger organizations present within Ludhiana. 

Higher requirements from regulatory compliance 

may also contribute. The low scores at Fatehgarh 

Sahib reflect a set of difficulties and issues such as 

inadequate resource, unawareness, and a weak 

framework at that district level for the conduction 

and action towards the HR audits. These results 

emphasize the need for specific interventions and 

capacity building in Fatehgarh Sahib so that the 

gap is filled between the two districts with regards 

to HR audit practices. Also, the findings of this 

paper shall be helpful for the policymakers and 

practitioners in building region-specific strategies 

for effectively promoting sustainable HR practices 

among varied industries. 

Common Challenges in HR Audit 

Practices 
The frequency distribution was used in analysing 

the data collected from both HR professionals and 

organizational owners in the two districts to 

identify the common challenges in HR audit 

practices. Below are the findings:

 

Table 5: Frequency Distribution 

Challenges 
District A (Ludhiana) 

Frequency (%) 

District B (Fatehgarh Sahib) 

Frequency (%) 

Combined 

Frequency (%) 

Lack of skilled HR audit professionals 55% 50% 52.5% 

Inadequate budget for audit functions 60% 65% 62.5% 

Weak post-audit follow-up processes 70% 68% 69% 

Limited use of technology in HR audits 40% 45% 42.5% 

Poorly defined audit frameworks 50% 55% 52.5% 

Resistance to audits from organizational staff 48% 52% 50% 

Lack of alignment between audits and goals 65% 60% 62.5% 

Table 5 shows the frequency distribution analysis 

of the responses based on the survey throws some 

key challenges in HR audit practices across 

Ludhiana (District A) and Fatehgarh Sahib (District 

B) that are common to the districts and district-

specific ones. The most commonly faced challenge 

across both regions reported is the weak post-

audit follow-up process, as seen in 70% responses 

from Ludhiana and 68% from Fatehgarh Sahib. 

This suggests that in both districts, the 

organizations are unable to apply or track 

corrective measures from HR audits, which creates 

problems repeatedly and only limited 

improvement. The most widely reported problem 

is that of an inadequate budget for audit functions, 

as reported by 60% of respondents in Ludhiana 

and 65% in Fatehgarh Sahib. This suggests that 

financial constraints are a significant obstacle to 

effective HR audits, and this may limit the scope 

and depth of the audit process. Similar is the case 

with non-alignment of HR audits with 

organizational goals, with 65% respondents in 

Ludhiana and 60% in Fatehgarh Sahib responding 

in this regard, thereby suggesting that the audits 
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most of the time do not contribute to strategic 

priorities or bring meaningful organizational 

improvements. 

The lack of skilled HR audit professionals was 

identified by 55% of respondents in Ludhiana and 

50% in Fatehgarh Sahib, which indicates a 

shortage of the expertise required to conduct 

effective and thorough audits. The problem is 

further exacerbated by poorly defined audit 

frameworks, reported by 50% of respondents in 

Ludhiana and 55% in Fatehgarh Sahib. Both issues 

point to a need for better training and more clearly 

defined guidelines for standardizing HR audit 

practices. Resistance from organizational staff to 

audits is another challenge noted, with 48% of 

respondents in Ludhiana and 52% in Fatehgarh 

Sahib reporting this challenge. This may be due to 

the fear of increased accountability or changes in 

the way things have been done over time. Another 

moderate challenge remains the limited use of 

technology in HR audits, as 40% of respondents in 

Ludhiana and 45% in Fatehgarh Sahib reported 

this challenge. Underutilization of digital tools may 

be an opportunity for organizations to adopt more 

advanced technologies to streamline and improve 

the audit process. 

In summary, the findings demonstrate that while 

Ludhiana and Fatehgarh Sahib share several 

common challenges such as weak follow-up 

processes, budget constraints, and misalignment 

with goals there are slight variations in the 

prevalence of specific issues. These insights can 

help guide region-specific strategies to address 

these challenges, improve HR audit practices, and 

foster more sustainable HR management systems. 
 

Discussion  
The empirical results point out the significant 

diversity in the practices of HR audits between 

districts of Ludhiana and Fatehgarh Sahib. The 

differences brought out show how geographic, 

industrial and organizational forces affect the 

approaches adopted and results obtained in HR 

audits. Ludhiana has more frequency, coverage, 

and after-audit actions as all the variables under 

study record higher mean scores. This suggests 

that organizations in Ludhiana perceive HR audits 

as strategically valuable, and they use them to 

make their HR practices more effective, ensure 

compliance with regulations, and align HR 

practices with other goals of the organization. 

Industrial diversity and scale of operations in 

Ludhiana might also be a factor for more rigorous 

and systematic HR audit practices. On the other 

hand, the lower scores in Fatehgarh Sahib indicate 

gaps in the frequency and thoroughness of audits 

and the subsequent actions taken to address audit 

findings (31). 

These challenges may be due to limited resources, 

lower organizational awareness, or weaker 

institutional frameworks for HR audits in this 

district. The findings from the ANOVA analysis 

provide solid statistical evidence that supports 

these gaps and necessitate the closing of such gaps 

so that HR practices may be evenly effective across 

both districts. The common issues identified 

include weak frameworks of audit and uneven 

follow-ups after audits, which are essentially 

systemic issues that cut across districts (32). The 

two districts, however different in practice, will 

still face a challenge in having better mechanisms 

to translate audit findings into improvements. 

These issues point to the deeper need for capacity 

building and resource allocation and stronger 

regulatory frameworks to support HR audit as a 

strategic function.  
 

Conclusion 
This study gives an overall comparative study of 

the practices in HR audits between Ludhiana and 

Fatehgarh Sahib, exposing important differences in 

audit frequency, completeness, and follow-up 

measures. The findings indicate that, as a 

diversified industrial centre, Ludhiana has 

stronger HR audit practices that mirror greater 

efforts in structured assessment and matching HR 

functions with organizational and district goals. 

However, Fatehgarh Sahib is behind in these 

parameters and thus requires targeted 

interventions to make HR audits more effective. 

However, despite these differences, both districts 

share common problems such as weak audit 

frameworks and inconsistent follow-up processes, 

which are limiting the strategic impact of HR 

audits.  The findings of this study underpin the 

crucial role of region-specific strategies in 

overcoming these challenges and ensuring 

sustainable HR practices. 

For Ludhiana, it would be a fine-tuning of the 

existing systems to ensure consistency and impact. 

For Fatehgarh Sahib, it would require investments 

in capacity building, awareness programs, and 
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resource optimization to establish stronger audit 

mechanisms. By addressing these disparities and 

common challenges, organizations in both districts 

can unlock the full potential of HR audits as a 

strategic tool for improving compliance, resource 

utilization, and overall HR effectiveness. In 

conclusion, this research offers crucial knowledge 

to the HR audits literature by pointing out ways 

that geographic and industrial diversity impact on 

practices.  The finding from this study can be 

utilized by policymakers, industry leaders and 

researchers to develop tailored approaches aimed 

at enhancing HR audit effectiveness and promoting 

sustainable region-specific HR practices across the 

board. The differences would be explored more 

deeply to consider the socio-economic and 

organizational factors driving such differences, 

thereby possibly identifying scalable best practices 

to be applied elsewhere. 

The findings of the study have a number of 

practical and theoretical implications. At the policy 

level, they underscore the need for region-specific 

strategies to enhance HR audit practices. 

Policymakers and industry leaders in Fatehgarh 

Sahib should focus on investments in training, 

technology, and institutional capacity to improve 

the frequency and quality of HR audits. For 

Ludhiana, opportunities include perfecting best 

practice processes that need improvement 

regarding areas like follow-up procedures and 

having standardization for an audit framework. 

From an organizational point of view, the study 

emphasizes the strategic importance of HR audits 

in enhancing HR functions. Both districts should 

work on building a stronger audit system with 

clear frameworks, effective implementation, and 

follow-up mechanisms to ensure the identified 

gaps are addressed. This will lead to better 

compliance, optimized resource utilization, and 

proper alignment of HR practices with the 

organizational goals. This research contributes to 

the growing literature on HR audits through 

empirical evidence of regional and industrial 

differences in audit practices. It opens avenues for 

further research to explore the underlying factors 

driving these differences and to identify best 

practices that can be adapted across diverse 

industrial and geographic contexts. In conclusion, 

a cross-district analysis is, therefore, concluded to 

provide specific actionable insights regarding 

improving HR audit practices in the districts of 

Ludhiana and Fatehgarh Sahib. Addressing the 

disparities and challenges identified from this 

study would not only strengthen HR functions 

within these districts but it would also help in 

guiding other regions interested in offering 

sustainable and effective HR functions across 

industries. 

Limitations and Scope for Further 

Research 
This study, though providing fruitful insights into 

the practices prevailing in HR audit across districts 

of Ludhiana and Fatehgarh Sahib, has its 

drawbacks. The focus of this study is only on two 

districts, thus limiting its generalisation to 

different regions or countries with entirely 

different industrial and socio-economic 

circumstances. The geographic scope of studies in 

the future may be able to provide a wider 

perspective with regard to regional variations. The 

data gathered is based on self-reported responses 

from HR professionals and organizational owners, 

which might include biases such as social 

desirability or subjective interpretation of HR 

audit effectiveness. Future studies could integrate 

objective measures, such as organizational 

performance metrics or external audit reports, to 

make the findings more reliable.  

Lastly, the study is basically composed of 

quantitative methods, including ANOVA, frequency 

distribution, and correlation analysis. These 

methods, although useful in identifying patterns 

and statistical significance, cannot reflect the 

qualitative nuances of HR audit practices, such as 

the underlying reasons for observed differences or 

the contextual challenges faced by organizations. 

Further research may use a mixed-methods 

approach, incorporating both quantitative analysis 

and qualitative techniques, such as interviews or 

case studies, to provide deeper insights into factors 

influencing HR audit practices. In addition, the 

study focuses on a limited set of variables, 

including audit frequency, comprehensiveness, 

and follow-up actions. Other factors like 

organizational size, leadership style, regulatory 

pressures, and technological adoption can also 

play a significant role in determining HR audit 

practices. An extension of the scope to include 

these variables can provide a more holistic view of 

the factors driving effective HR audits. Finally, the 

study does not measure the long-term effect of HR 

audits on organizational outcomes, including 
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employee satisfaction, productivity, or financial 

performance. Further research may attempt to 

study the causal link between HR audits and such 

outcomes in order to provide a more holistic view 

of their strategic value. In conclusion, although this 

study provides critical insights into cross-district 

HR audit practices, its limitations highlight several 

opportunities for further research. Addressing 

these gaps will allow future studies to contribute 

to a more nuanced understanding of HR audits and 

their role in fostering sustainable and effective HR 

practices across diverse regions and industries. 
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