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Question: 1

What are 3 ways to modify a total rewards structure to respond to financial challenges facing an organization?

A. Replace fixed pay with variable pay, conduct a market analysis, and replace pay raises with bonuses

B. Create a 2-tiered pay system, conduct a market analysis, and replace pay raises with bonuses

C. Create a 2-tiered pay system, replace fixed pay with variable pay, and replace pay raises with bonuses

D. Enact a hiring freeze, create a 2-tiered pay system, and replace fixed pay with variable pay

Answer: C
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Total Rewards) and the CHRP

Knowledge Exam Blueprint, certified HR professionals must demonstrate the ability to design, assess, and modify total

rewards programs to align with organizational strategy, financial realities, and workforce needs.

When an organization faces financial challenges, HR professionals are expected to implement costeffective compensation
strategies while maintaining internal equity, engagement, and performance alignment. The three modifications listed in

option C directly reflect these principles:
Create a Two-Tiered Pay System

This approach introduces separate pay or benefit structures for new versus existing employees. It allows the organization

to manage long-term costs while maintaining fairness and compliance.

Extract from HRPA Competency Framework — Total Rewards:

“HR professionals analyze and adapt compensation systems to ensure sustainability, equity, and responsiveness to

business conditions.”
(Key Competency: Design and Adapt Total Rewards Systems — CHRP Level)

Replace Fixed Pay with Variable Pay

Shifting from fixed salary increases to performance-based or results-based pay links employee rewards to measurable

performance outcomes and organizational success. This introduces flexibility during budget constraints.

Extract from HRPA Competency Framework — Total Rewards:

“Implements performance-linked reward mechanisms that align employee contributions with business outcomes and

financial capacity.”
(Behavioural Indicator: Implements Variable Compensation Models Tied to Business Performance — CHRP Level)
Replace Pay Raises with Bonuses

Bonuses are temporary and do not increase base salary, helping the organization manage payroll expenses. This maintains




motivation without committing to permanent cost increases.

Extract from HRPA Competency Framework — Total Rewards:

“Applies compensation strategies that optimize cost management and engagement through contingent or one-time

payments.”
(Knowledge Area: Compensation Strategy and Cost Management — Total Rewards Domain)

Together, these strategies reflect an HR professional’s ability to maintain organizational competitiveness and fiscal

responsibility, consistent with the CHRP-level behavioural indicators within HRPA's Total Rewards domain.

Verified Reference Summary (HRPA Frameworks and Study Materials):

HRPA Human Resources Competency Framework — Functional Domain: Total Rewards
CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Total Rewards Section

HRPA Professional Competency Descriptions — CHRP Level, Total Rewards

Question: 2
Which of the following development opportunities enhances the knowledge and skills of employees to perform future

job responsibilities?




>

Apprenticeship
B. Stretch assignments

C. Jobinstruction training

D. Performance aids

Answer: B
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Learning and Development) and
the CHRP Knowledge Exam Blueprint, the goal of Learning and Development (L&D) is to enhance individual and
organizational capability by equipping employees with the knowledge, skills, and abilities (KSAs) required for both

current and future organizational needs.

The distinction between training and development is essential:

Training focuses on improving performance in current roles.

Development prepares employees for future responsibilities and broader organizational contributions.
Among the options provided:

Apprenticeship

Apprenticeships combine classroom instruction with on-the-job training for a specific trade or technical skill.

While effective for current job skill development, they are not primarily intended for preparing employees for

future or higher-level responsibilities.

Stretch Assighments

Stretch assighments involve giving employees challenging tasks or projects beyond their current job scope to build

readiness for more complex roles.

They are a key tool for career development and succession planning, helping employees acquire skills necessary for

future responsibilities.

Extract from HRPA Competency Framework — Learning and Development:

“Facilitates developmental opportunities such as coaching, mentoring, and stretch assignments to prepare

employees for future organizational roles.”

(Key Competency: Design and Implement Development Strategies — CHRP Level)




Therefore, stretch assignments directly enhance employee capability for future job responsibilities.
Job Instruction Training (JIT)

A structured method that teaches employees the step-by-step process of performing their current job tasks
efficiently and safely.

Extract:

“Implements structured instructional methods to enhance current role performance.”

(Knowledge Area: Training Delivery and Facilitation — HRPA Framework)

Focus: current job performance, not future development.

Performance Aids

Tools or resources (e.g., checklists, reference guides) used to assist employees while performing current tasks.
These support on-the-job performance rather than developmental learning.

Thus, based on HRPA’s competencies and behavioural indicators under Learning and Development, stretch assignments

(Option B) are the correct response, as they directly address development for future roles and responsibilities.

Verified Reference Summary (HRPA Frameworks and Study Materials):

HRPA Human Resources Competency Framework — Functional Domain: Learning and Development
CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Learning and Development Section

HRPA Professional Competency Descriptions — CHRP Level, Learning and Development Domain

Question: 3
Which method establishes pay equity when no comparator male job class exists by extrapolating a hypothetical

male comparator job class based on other male job classes?
A. Permissible differences

B. Job-to-job




C. Proportional value

D. Proxy comparison

Answer: C
Explanation:

Under the HRPA Human Resources Competency Framework (Functional Domain: Total Rewards) and in alignment with

Ontario’s Pay Equity Act, HR professionals must understand and apply legislated pay equity methods to ensure

equitable compensation between female and male job classes performing work of equal or comparable value.

The Pay Equity Act (Ontario) defines three methods for establishing pay equity:
Job-to-Job Comparison

Used when both male and female job classes exist.

Female job classes are compared directly to male job classes of equal value to identify pay gaps.
Extract:

“Job-to-job comparisons directly match female and male job classes performing work of equal value.”
(HRPA Total Rewards Knowledge Area: Compensation Equity and Compliance)

Proportional Value Comparison

Used when there are insufficient or no direct male comparator job classes.

This method extrapolates a hypothetical male comparator by analyzing the relationship between job value and pay

rates among existing male job classes, then applying that relationship to female job classes.

Extract:

“The proportional value method establishes pay equity when a direct male comparator does not exist by

extrapolating a male reference rate using existing male job data.”

(HRPA Competency Framework — Total Rewards, Pay Equity and Compensation Analysis, CHRP Level)
Proxy Comparison

Applies only to the public sector, where there are no male job classes at all.

Uses job data from a comparable organization with male job classes to establish equity.

Permissible Differences




Refers to legally acceptable pay differences (e.g., seniority, merit, skill shortages) that do not constitute pay equity

violations.

Therefore, the correct answer is C. Proportional value, as it specifically applies when no direct male comparator job

class exists within the organization and relies on extrapolated data from other male job classes.

Verified Reference Summary (HRPA Frameworks and Study Materials):

HRPA Human Resources Competency Framework — Functional Domain: Total Rewards
CHRP Knowledge Exam Blueprint (HRPA, Ontario)

Pay Equity Act (Ontario) — Sections 5-6, Methods of Comparison

HRPA Exam Preparation Guide — Pay Equity and Compensation Compliance

Question: 4

Which of the following statements about HR Information System architecture is correct?
A. Three-tier architecture separates the user interface, application processing, and data storage into distinct layers

B. Cloud computing requires significant upfront capital investment for hardware and software purchases
C. Single-tier architecture decentralizes application processing across multiple servers

D. Client-server (2-tier) architecture allows all HR functions to be processed on personal computers

Answer: A
Explanation:

The HRPA Human Resources Competency Framework (Functional Domain: Reporting and Financial Management)

includes knowledge of HR technology infrastructure and data systems that support HR

decision-making and compliance. Understanding system architecture is essential for HR professionals involved in

selecting or managing HR Information Systems (HRIS).
Key architectural models include:

Single-Tier Architecture




All functions (user interface, application logic, and data storage) are contained in a single system (often a

standalone personal computer).
Not scalable or efficient for enterprise HR operations.

Client-Server (Two-Tier) Architecture

Divides processing between client (user interface) and server (database management).
Some business logic may exist on the client side, limiting performance scalability.
Extract:

“Two-tier client-server architectures distribute processing between client and server but maintain application logic

on the client side.”

(HRPA Framework — Reporting and Financial Management, Technology and Data Management Knowledge Area)
Three-Tier Architecture

Separates the system into three layers:

Presentation layer — user interface

Application layer — business logic or processing

Data layer — database or storage

This design enhances scalability, security, and performance, and is foundational to modern HRIS systems.
Extract:

“Three-tier architecture separates user interface, business logic, and data storage layers, enabling efficient and

secure HR information management.”

(HRPA Competency Framework — Reporting and Financial Management, CHRP Level)

Cloud Computing

Involves delivering HR applications over the internet (Software-as-a-Service), reducing upfront infrastructure costs.
Extract:

“Cloud-based HRIS solutions minimize capital investment and allow scalable, on-demand access.”

(HRPA Framework — HR Technology and Analytics Knowledge Area)

Therefore, A. Three-tier architecture separates the user interface, application processing, and data storage into distinct

layers is the correct and technically accurate answer per HRPA’s competency framework and study guidance.




Verified Reference Summary (HRPA Frameworks and Study Materials):

HRPA Human Resources Competency Framework — Functional Domain: Reporting and Financial Management
CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — HR Information Systems Section

HRPA Professional Competency Descriptions — CHRP Level, Technology and Analytics

Question: 5

Which of the following tactics are workers using when they are at work but perform only to the minimum standard

required and slow down work during a labour dispute?

A. Rightto work

B. Essential services agreement
C. Wildcat strike

D. Workto rule

Answer: D
Explanation:

Within the HRPA Human Resources Competency Framework (Functional Domain: Labour and Employee Relations) and
the CHRP Knowledge Exam Blueprint, HR professionals must demonstrate knowledge of labour relations principles,
including types of work stoppages, dispute resolution mechanisms, and employee tactics during collective bargaining

conflicts.

Work-to-rule is a form of job action or labour disruption tactic used by unionized employees when negotiations

have broken down but before or instead of a full strike.

Key definitions and distinctions:




Work-to-Rule

Employees perform only the minimum requirements of their job descriptions and strictly adhere to workplace rules,

deliberately reducing productivity.

The goal is to exert pressure on management while remaining within the letter of the employment contract.

Extract:

“A work-to-rule campaign involves employees performing tasks strictly according to job descriptions and policies,

resulting in reduced output without a formal work stoppage.”

(HRPA Competency Framework — Labour and Employee Relations, Knowledge Area: Labour Legislation and

Collective Bargaining Practices)

Wildcat Strike

An illegal strike that occurs without union authorization or in violation of a collective agreement.
Right to Work

Refers to laws (primarily in the U.S.) that prohibit mandatory union membership or dues as a condition of

employment; not a Canadian labour relations concept.

Essential Services Agreement

A prearranged agreement ensuring that critical public services continue during a strike or lockout.

Therefore, D. Work to rule correctly describes employees’ actions during a labour dispute when they intentionally

reduce productivity by adhering strictly to rules.




Verified Reference Summary (HRPA Frameworks and Study Materials):

HRPA Human Resources Competency Framework — Functional Domain: Labour and Employee Relations

CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Labour Relations and Collective Bargaining Section

Ontario Labour Relations Act, 1995 (Context Reference for Strike and Job Action Definitions)

Question: 6

An HR professional is monitoring trends and sourcing information about key indicators. Which of the following

actions is most important?

A. Projecting the possible impact of trends on the organization
B. Creating systematic methods to collect data and monitor publications
C. Evaluating the credibility of the information

D. Identifying the signals associated with changes and patterns in the environment

Answer: A
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Strategy) and the CHRP

Knowledge Exam Blueprint, strategic HR professionals must demonstrate the ability to analyze and interpret external

and internal trends to inform organizational strategy and decisionmaking.

While all options contribute to environmental scanning, the most critical strategic activity is projecting the possible

impact of identified trends on the organization’s operations, workforce, and goals.




Key framework guidance:

Environmental Scanning

Involves systematically monitoring external factors such as economic conditions, labour markets, demographics,

and legislation.

Strategic Application

Extract:
“HR professionals assess and project the potential impact of external and internal trends on organizational strategy,

ensuring proactive alignment of human capital priorities.”

(HRPA Competency Framework — Strategy, CHRP Level, Key Competency: Analyze and Apply Environmental Trends)

Supporting Actions

Creating methods to collect data (Option B), evaluating credibility (Option C), and identifying signals of change (Option
D) are foundational analytical steps, but projecting organizational impact (Option A) demonstrates strategic-level

competency, which aligns with the CHRP-level expectations.

Therefore, A. Projecting the possible impact of trends on the organization is the most important action as it moves from

analysis to strategic application — the hallmark of HR strategic capability per HRPA.

Verified Reference Summary (HRPA Frameworks and Study Materials):

HRPA Human Resources Competency Framework — Functional Domain: Strategy

CHRP Knowledge Exam Blueprint (HRPA, Ontario)




HRPA Exam Preparation Guide — Strategic HR Planning and Environmental Analysis

HRPA Professional Competency Descriptions — CHRP Level, Strategy Domain

Question: 7

How can an HR professional best support the successful implementation of an organization's modified workplace

accommodation initiative?

A. Link the changes with the organization's overall competitive advantage

w

Identify hard and soft goals to measure whether the desired objectives are met

C. Ensure change management capabilities and practices are in place

o

Complete a benchmarking review of competitive market best practices

Answer: C
Explanation:

Under the HRPA Human Resources Competency Framework (Functional Domain: Health, Wellness, and Safe Workplace)
and the CHRP Knowledge Exam Blueprint, HR professionals are required to demonstrate the ability to develop,
implement, and manage workplace accommodation and return- to-work programs consistent with organizational

policies and legislative requirements.

For successful implementation of any modified workplace or accommodation initiative, change management practices

are critical to ensuring employee understanding, supervisor compliance, and organizational alignment.

Key framework guidance:

Change Management Integration

Extract:




“HR professionals apply change management practices to support the implementation of health, safety, and

accommodation programs, ensuring employee acceptance and leadership commitment.”

(HRPA Competency Framework — Health, Wellness, and Safe Workplace, CHRP Level, Key Competency: Implement and
Manage Workplace Accommodation Programs)

Organizational Support and Communication

Proper communication, training, and leadership involvement reduce resistance and increase success rates of

accommodation programs.

Why Other Options Are Less Appropriate:

A (Linking to competitive advantage): More relevant to strategic alignment, not immediate implementation.

B (Identifying goals): Important for evaluation but occurs after successful adoption.

D (Benchmarking): Useful during design, not during implementation.

Therefore, C. Ensure change management capabilities and practices are in place best supports successful

implementation by ensuring organizational readiness and commitment.

Verified Reference Summary (HRPA Frameworks and Study Materials):

HRPA Human Resources Competency Framework — Functional Domain: Health, Wellness, and Safe Workplace

CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Health, Safety, and Accommodation Programs




HRPA Professional Competency Descriptions — CHRP Level, Workplace Accommodation and Change Management

Question: 8

Which of the following activities is part of the training administration of a training program?
A. Confirming seating arrangements

B. Scheduling the training program

C. Tracking trainee registration

D. Selecting a training facility

Answer: C
Explanation:

Under the HRPA Human Resources Competency Framework (Functional Domain: Learning and Development) and the

CHRP Knowledge Exam Blueprint, training administration refers to the logistical and recordkeeping activities that

support the coordination, tracking, and evaluation of training programs.
Training administration includes responsibilities such as:

Managing participant registration and attendance records

Coordinating training schedules and materials
Monitoring completion rates and training outcomes

Extract:

“HR professionals coordinate and administer training logistics, including registration tracking, scheduling, and

reporting to ensure efficient program delivery.”

(HRPA Competency Framework — Learning and Development, CHRP Level, Key Competency: Administer Learning
and Development Programs)

Among the options:
A (Confirming seating arrangements) and D (Selecting a training facility) relate to training logistics or delivery setup.
B (Scheduling the training program) is part of program coordination.

C (Tracking trainee registration) is the core administrative activity, as it maintains training records and participant data

— a fundamental component of training administration.

Therefore, C. Tracking trainee registration is the correct answer.




Verified Reference Summary:

HRPA Human Resources Competency Framework — Functional Domain: Learning and Development

CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Training and Development Administration

Question: 9
To fill a vacancy, HR posts a job opening that includes the job description and a list of the most desirable characteristics

of employees. Potential candidates who do not have the desired characteristics do not apply for the job. What

does this represent?

A. Selection ratio of zero

B. Self-selecting out

C. False positive error
D. False negative error

Answer: B
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Workforce Planning and Talent
Management), effective recruitment involves both attracting qualified candidates and allowing unqualified individuals

to self-select out of the process.

Self-selection occurs when potential applicants decide not to apply because they perceive that they do not meet the

required qualifications or personal characteristics for the role.

Extract:

“HR professionals design recruitment communication that both attracts qualified candidates and enables others to self-

select out, ensuring an efficient and targeted applicant pool.”

(HRPA Competency Framework — Workforce Planning and Talent Management, CHRP Level, Key Competency:

Design and Implement Recruitment Strategies)

A (Selection ratio of zero): Refers to the proportion of hires to applicants, not candidate behaviour.




C (False positive error): Occurs when an unqualified candidate is incorrectly selected.
D (False negative error): Occurs when a qualified candidate is incorrectly rejected.

Therefore, B. Self-selecting out accurately describes the situation.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Functional Domain: Workforce Planning and Talent

Management
CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Recruitment and Selection

Question: 10

Which of the following positions are replacement charts prepared for?
A. An organization's entry-level positions

B. An organization's most critical positions

C. All of an organization's positions

D. An organization's part-time positions

Answer: B
Explanation:

Under the HRPA Human Resources Competency Framework (Functional Domain: Workforce Planning and Talent

Management), replacement charts are a key succession planning tool used to identify and
visualize the readiness of potential successors for key positions.

Replacement charts are typically prepared for critical or key positions where turnover would significantly disrupt

business operations.

Extract:

“Replacement charts are developed for an organization’s critical roles to identify potential successors, their readiness

levels, and developmental needs to ensure leadership continuity.”




(HRPA Competency Framework — Workforce Planning and Talent Management, CHRP Level, Key Competency:

Implement Succession Planning Strategies)

A (Entry-level positions): These generally have larger applicant pools and require less succession planning.
C (All positions): Impractical and unnecessary for comprehensive replacement charting.

D (Part-time positions): Typically not included in formal succession planning efforts.

Therefore, B. An organization’s most critical positions is the correct answer.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Functional Domain: Workforce Planning and Talent

Management
CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Succession Planning and Talent Management

Question: 11

When developing an employee value proposition, which of the following should an organization focus on

communicating?

A. Flexibility

B. Empowerment

C. Employee engagement

D. Employee experience

Answer: D
Explanation:

In the HRPA Human Resources Competency Framework (Functional Domain: Strategy), an Employee Value Proposition
(EVP) is defined as the unique set of offerings, associations, and values that an employer provides in return for the skills,

capabilities, and experiences employees bring.

The EVP communicates the total employee experience — encompassing culture, leadership, rewards, career




opportunities, and work environment.

Extract:

“An employee value proposition articulates the complete employee experience — what employees can expect from the

organization in exchange for their contribution, supporting attraction and retention strategies.”

(HRPA Competency Framework — Strategy, CHRP Level, Key Competency: Develop and Communicate the Employer
Brand and EVP)

A (Flexibility) and B (Empowerment): These are components of an EVP but not its overall focus.
C (Employee engagement): Represents an outcome of a strong EVP, not its content.
D (Employee experience): Encompasses all aspects of what the EVP communicates — thus the correct answer.

Therefore, D. Employee experience best represents the focus of an organization’s employee value proposition.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Functional Domain: Strategy
CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Employer Branding and EVP Development

HRPA Professional Competency Descriptions — CHRP Level, Strategy Domain

Question: 12

What is the term for the evaluation, done after training is complete, that provides data about the effectiveness of

the training?
A. Summative
B. Formative
C. Descriptive

D. Causal

Answer: A
Explanation:

In the HRPA Human Resources Competency Framework (Functional Domain: Learning and Development), training




evaluation is a core responsibility of HR professionals. Evaluations measure whether learning objectives were achieved

and how the training contributed to organizational goals.
There are two key evaluation types:
Formative Evaluation — Conducted during the training process to monitor and improve design and delivery.

Summative Evaluation — Conducted after training is complete to determine overall effectiveness, learning

outcomes, and return on investment.
Extract:

“Summative evaluation measures the overall effectiveness of learning programs after delivery to assess

achievement of objectives and organizational impact.”

(HRPA Competency Framework — Learning and Development, Key Competency: Evaluate Learning Programs, CHRP

Level)

Therefore, A. Summative is correct because it assesses the effectiveness of training after completion.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Functional Domain: Learning and Development

CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Training Evaluation and Effectiveness

Question: 13

Which of the following is true when comparing direct and systemic discrimination?

A. Direct discrimination is easier to prove but harder to remedy than systemic discrimination

B. Systemic discrimination is easier to prove but harder to remedy than direct discrimination

C. Systemic discrimination is harder to prove and harder to remedy than direct discrimination

D. Direct discrimination is harder to prove and harder to remedy than systemic discrimination

Answer: C
Explanation:




Within the HRPA Human Resources Competency Framework (Functional Domain: Professional Practice), HR

professionals must ensure organizational compliance with human rights legislation and understand the distinctions

between direct and systemic discrimination under the Ontario Human Rights Code.
Definitions:

Direct Discrimination: Overt and intentional differential treatment based on a prohibited ground (e.g., race, sex,

disability).

Systemic Discrimination: Embedded in organizational policies, practices, or culture, leading to unintentional and

widespread disadvantage to certain groups.

Extract:

“Systemic discrimination results from patterns within organizational systems and is more difficult to detect and

address, requiring long-term systemic remedies.”

(HRPA Competency Framework — Professional Practice, Knowledge Area: Employment Law and Human Rights

Compliance)

Therefore, C. Systemic discrimination is harder to prove and harder to remedy than direct discrimination is correct

because it involves complex, ingrained organizational practices rather than

overt acts.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Professional Practice

Ontario Human Rights Code, R.S5.0. 1990

CHRP Knowledge Exam Blueprint — Human Rights and Employment Law

Question: 14

An organization's goal is to include more employees in the decision-making process. Which of the following

organizational structures should it implement?
A. Decentralized
B. Formalized

C. Small span of control




D. Departmentalized

Answer: A
Explanation:

In the HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness), HR
professionals must understand organizational design principles, including decisionmaking authority and structural

configuration.

Decentralized Structure:

Distributes decision-making authority to lower organizational levels.
Encourages employee participation, innovation, and faster responsiveness.
Extract:

“Decentralized structures promote shared decision-making and empowerment, enhancing engagement and

adaptability.”

(HRPA Competency Framework — Organizational Effectiveness, CHRP Level, Key Competency: Support

Organizational Design and Development)

Formalized Structure: Emphasizes rules and procedures; limits flexibility.
Small Span of Control: Involves close supervision but does not necessarily increase decision participation.

Departmentalized: Groups employees by function or product; not related to decision-making inclusion.

Thus, A. Decentralized is the correct answer.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Organizational Effectiveness
CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Organizational Design and Effectiveness




Question: 15

How should an HR professional respond to an employee who wants to understand why their prescription benefit

claim has been denied?

A. Notify the employee's manager and request their intervention

B. Provide the employee with the benefit plan administrator's contact information

C. Discuss with the employee their experience obtaining coverage for other prescriptions

D. Follow up with the pharmacist on behalf of the employee

Answer: B
Explanation:

The HRPA Human Resources Competency Framework (Functional Domain: Total Rewards) outlines that HR

professionals are responsible for administering employee benefit programs and ensuring compliance with privacy

and governance standards.

When employees inquire about claim decisions, the HR role is to direct them to the benefit plan administrator—the
party authorized to explain claim determinations. HR must not discuss medical or personal details, as doing so could

breach confidentiality or privacy regulations.

Extract:

“HR professionals provide accurate information about benefit administration processes and refer employees to the

appropriate service providers for confidential claim resolution.”

(HRPA Competency Framework — Total Rewards, CHRP Level, Key Competency: Administer Employee Benefit

Programs)

Therefore, B. Provide the employee with the benefit plan administrator's contact information is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Total Rewards
CHRP Knowledge Exam Blueprint — Compensation and Benefits

HRPA Exam Preparation Guide — Benefits Administration and Privacy




Question: 16

Which of the following is an example of downward communication?

A. Employee surveys

@

Intranet
C. Open-door policy

D. Suggestion system

Answer: B
Explanation:

The HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness) identifies

communication systems as essential for organizational coordination and
culture.

Downward communication refers to information flowing from management to employees, often to provide

instructions, policies, or updates.

Intranet serves as a downward communication channel, used by management to share policies, announcements,

and procedures.

Employee surveys, open-door policies, and suggestion systems represent upward communication, where employees

provide feedback to management.
Extract:

“Downward communication transmits organizational goals, policies, and procedures from management to employees

through structured channels such as newsletters, intranets, and memos.”

(HRPA Competency Framework — Organizational Effectiveness, CHRP Level, Knowledge Area: Communication and
Change Management)

Thus, B. Intranet correctly represents downward communication.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Organizational Effectiveness

CHRP Knowledge Exam Blueprint — Communication and Organizational Design




HRPA Exam Preparation Guide — Communication Systems and Structures

Question: 17

Which of the following should an HR professional include when calculating the development cost of a training

program?

A. Training program marketing
B. Training material design

C. Training facility maintenance

D. Trainee salaries and benefits

Answer: B
Explanation:

The HRPA Human Resources Competency Framework (Functional Domain: Learning and Development) defines training

program development costs as the expenses incurred in designing, preparing, and creating a training initiative

prior to its delivery.

Development costs include:

Design and creation of training materials
Curriculum development

Needs analysis

Pilot testing and evaluation of materials

Extract:

“Development costs include the time and resources invested in designing instructional materials, developing

content, and preparing delivery methods.”

(HRPA Competency Framework — Learning and Development, CHRP Level, Key Competency: Design and Develop

Learning Programs)

While trainee salaries (D) are considered part of implementation costs, training material design (B) is @ core

development cost.

Verified Reference Summary:




HRPA Human Resources Competency Framework — Functional Domain: Learning and Development
CHRP Knowledge Exam Blueprint — Training Program Design and Evaluation

HRPA Exam Preparation Guide — Costing and Evaluation of Learning Programs

Question: 18

Which of the following approaches is most effective for using workforce analytics to measure progress in reaching

organizational goals and improving effectiveness?

A. Standardizing HR metrics across all departments to ensure consistency in reporting

B. Concentrating on operational data by linking HR interventions to business unit outcomes
C. Focusing on HR process efficiency metrics, such as cost per hire and days to fill positions

D. Emphasizing employee engagement surveys to gauge workforce morale and satisfaction

Answer: B
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Reporting and Financial
Management), the strategic use of workforce analytics requires linking HR data directly to organizational outcomes such

as productivity, profitability, and customer satisfaction.
Extract:

“HR professionals use workforce analytics to connect human capital initiatives with business performance indicators,

demonstrating HR’s contribution to organizational goals.”

(HRPA Competency Framework — Reporting and Financial Management, CHRP Level, Key Competency: Apply Data

Analytics to Inform Business Decisions)

Option B correctly reflects this principle by linking HR initiatives (e.g., training, engagement, retention) with business

unit outcomes, providing actionable insights.
Option A supports reporting accuracy but does not measure impact.
Option C focuses on efficiency metrics, not effectiveness.

Option D gauges morale, not goal progress.




Therefore, B. Concentrating on operational data by linking HR interventions to business unit outcomes is the most

effective approach.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Functional Domain: Reporting and Financial Management

CHRP Knowledge Exam Blueprint — Workforce Analytics and Metrics
HRPA Exam Preparation Guide — HR Measurement and Reporting

Question: 19

Why would an HR professional recommend using alternative dispute resolution as a substitute for arbitration?
A. To have the matter decided in a legal process

B. To avoid the high cost of arbitration

C. To have a neutral third party examine the matter

D. To allow for a cooling-off period

Answer: B
Explanation:

In the HRPA Human Resources Competency Framework (Functional Domain: Labour and Employee Relations),
alternative dispute resolution (ADR) methods such as mediation, conciliation, and facilitation are encouraged as

efficient alternatives to formal arbitration or litigation.
ADR processes are designed to be less costly, less formal, and faster while preserving relationships.
Extract:

“HR professionals promote alternative dispute resolution mechanisms to resolve workplace conflicts efficiently and

cost-effectively while maintaining positive employee relations.”

(HRPA Competency Framework — Labour and Employee Relations, CHRP Level, Key Competency: Manage Conflict
Resolution and Grievance Processes)

Therefore, B. To avoid the high cost of arbitration is correct, as ADR provides a cost-effective and collaborative

alternative to traditional legal or arbitration proceedings.




Verified Reference Summary:

HRPA Human Resources Competency Framework — Functional Domain: Labour and Employee Relations

CHRP Knowledge Exam Blueprint — Conflict and Grievance Management
HRPA Exam Preparation Guide — Dispute Resolution Mechanisms

Question: 20

Which of the following is a primary characteristic of the management by objectives performance management

system?

A. Joint goal-setting between managers and employees
B. A focus on short-term objectives

C. Centralized decision-making by senior management

D. An emphasis on qualitative feedback over quantitative results

Answer: A
Explanation:

Under the HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness), the
Management by Objectives (MBO) approach is a goal-based performance management system that emphasizes

collaborative goal-setting and measurable outcomes.
Extract:

“MBO emphasizes mutual goal-setting and regular performance review discussions between managers and employees

to align individual objectives with organizational strategy.”

(HRPA Competency Framework — Organizational Effectiveness, CHRP Level, Key Competency: Design and Manage
Performance Management Systems)

Thus, A. Joint goal-setting between managers and employees accurately captures the defining characteristic of
MBO.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Organizational Effectiveness

CHRP Knowledge Exam Blueprint — Performance Management Systems




HRPA Exam Preparation Guide — Performance Planning and Appraisal

Question: 21

Which of the following is a primary intervention for stress management?
A. Removing the employee from the stressor

B. Offering relaxation training

C. Having the employee attend counselling

D. Teaching the employee coping strategies

Answer: D
Explanation:

The HRPA Human Resources Competency Framework (Functional Domain: Health, Wellness, and Safe Workplace)
emphasizes proactive management of occupational stress through primary, secondary, and tertiary

interventions:

Primary: Eliminate or reduce sources of stress.

Secondary: Improve individuals’ ability to manage stress (e.g., coping strategies, resilience training).
Tertiary: Support recovery (e.g., counselling, EAPs).

Extract:

“HR professionals implement preventive and developmental approaches such as coping skills training and resilience

development to strengthen employees’ ability to manage stress.”

(HRPA Competency Framework — Health, Wellness, and Safe Workplace, CHRP Level, Key Competency: Promote
Employee Health and Well-Being)

Therefore, D. Teaching the employee coping strategies represents a primary intervention under HRPA’s stress

management framework.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Health, Wellness, and Safe Workplace
CHRP Knowledge Exam Blueprint — Occupational Health and Stress Management

HRPA Exam Preparation Guide — Health and Wellness Initiatives




Question: 22

Which of the following is a tangible resource managed by the HR department?
A. Managerial skills

B. Health and wellness programs

C. Innovation capacity

D. Employer brand

Answer: B
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Strategy), resources

managed by HR can be categorized as:
Tangible resources: Physical or measurable assets (e.g., compensation programs, health benefits, HR Systems).
Intangible resources: Cultural and capability-based assets (e.g., leadership skills, innovation, reputation).

Extract:

“HR professionals manage both tangible assets, such as benefits and wellness programs, and intangible assets, such as

leadership capability and organizational culture.”

(HRPA Competency Framework — Strategy, CHRP Level, Key Competency: Align Human Capital Resources with

Organizational Goals)

A, C, and D are intangible resources.

B . Health and wellness programs are tangible HR-managed resources with measurable financial and operational

impact.

Thus, B. Health and wellness programs is the correct answer.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Strategy
CHRP Knowledge Exam Blueprint — Strategic Resource Management

HRPA Exam Preparation Guide — HR’s Strategic Role in Resource Alignment




Question: 23

What should a supervisor do after spotting a potentially hazardous substance in the workplace?
A. Take reasonable precautions to ensure the protection of the workers

B. Provide workers with written instructions about safety precautions

C. Instruct workers to continue working until the hazard is confirmed

D. Ensure workers comply with occupational health and safety regulations

Answer: A
Explanation:

Within the HRPA Human Resources Competency Framework (Functional Domain: Health, Wellness, and Safe

Workplace), HR professionals must ensure that supervisors fulfill their legal obligations under Ontario’s
Occupational Health and Safety Act (OHSA).

Under Section 27 of the OHSA, supervisors have a statutory duty to take every reasonable precaution in the
circumstances for the protection of workers. This responsibility applies immediately when a potential hazard—such as

an unidentified or hazardous substance—is detected in the workplace.

Extract:

“Supervisors shall take every precaution reasonable in the circumstances for the protection of a worker.”
(Ontario Occupational Health and Safety Act, Section 27(2)(c))

Additionally, the HRPA Competency Framework reinforces that HR professionals must ensure organizational compliance

with health and safety legislation and promote a proactive safety culture:

“HR professionals ensure supervisors act promptly to identify, assess, and control hazards, upholding legislative

responsibilities for worker protection.”

(HRPA Competency Framework — Health, Wellness, and Safe Workplace, CHRP Level, Key Competency: Promote
Compliance with Health and Safety Legislation)

Analysis of Options:

A . Take reasonable precautions to ensure the protection of the workers:
Correct — this reflects the supervisor’s legal duty under the OHSA.
B . Provide workers with written instructions:

Important, but secondary to immediate hazard mitigation.




C. Instruct workers to continue working until the hazard is confirmed:

Incorrect — contradicts the “precautionary principle” required by law.

D . Ensure workers comply with OHSA:
A general supervisory duty, but does not address the immediate hazard response.

Therefore, the correct answer is A. Take reasonable precautions to ensure the protection of the workers, as this fulfills

the supervisor’s immediate legal obligation under Ontario’s OHSA and aligns with HRPA’s health and safety

competency standards.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Functional Domain: Health, Wellness, and Safe Workplace
CHRP Knowledge Exam Blueprint (HRPA, Ontario)

Ontario Occupational Health and Safety Act, R.S.0. 1990, c. 0.1, Section 27(2)(c)

HRPA Exam Preparation Guide — Health and Safety Compliance and Supervisor Responsibilities

Question: 24
An HR manager for a small company needs to communicate a new dress code policy to all employees.

To ensure that employees receive consistent messaging about this new policy, which of the following

communication channels should the HR manager use?
A. Horizontal

B. Informal




c. Upward

D. Downward

Answer: D
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness),
HR professionals must ensure that communication systems support organizational clarity, consistency, and

compliance.

Downward communication refers to the formal flow of information from higher to lower organizational levels —
typically from management or HR to employees — and is used for communicating policies, procedures, and

directives.
Extract:

“Downward communication delivers organizational policies, procedures, and performance expectations from

management to employees to ensure alignment and consistent understanding.”

(HRPA Competency Framework — Organizational Effectiveness, CHRP Level, Knowledge Area: Communication and
Change Management)

Explanation of Options:

A . Horizontal: Communication between peers or departments; not used for policy rollouts.
B . Informal: May lead to inconsistent or incomplete information.

C . Upward: Flow of feedback or information from employees to management.

D . Downward: The correct channel for consistent policy communication from HR to all employees.

Therefore, D. Downward is correct, as it ensures clarity, accountability, and consistency across the organization.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Functional Domain: Organizational Effectiveness

CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Communication Systems and Organizational Alignment




Question: 25

The compa-ratio at an organization is set at 107%. What does this mean with regard to salaries?
A. Salaries are set at 93% of the midpoint of market salaries in the industry

B. Salaries are 107% higher than the midpoint of market salaries in the industry

C. Salaries are 14% higher than the midpoint of the pay grade

D. Salaries are 7% higher than the midpoint of the pay grade

Answer: D
Explanation:

Within the HRPA Human Resources Competency Framework (Functional Domain: Total Rewards), HR professionals
must be proficient in interpreting and applying compensation metrics such as the compa-ratio to assess pay

competitiveness and internal equity.
Compa-Ratio Formula:

Compa-Ratio=(Employee’s Pay)/(Midpoint of Pay Range)x100

A compa-ratio of 100% means an employee’s pay equals the midpoint of their pay range.
A ratio above 100% indicates pay is above the midpoint, while below 100% means pay is below the midpoint.

Extract:

“Compa-ratio measures the relationship between an employee’s pay and the pay range midpoint to assess pay

positioning within the structure.”

(HRPA Competency Framework — Total Rewards, CHRP Level, Key Competency: Analyze and Administer
Compensation Systems)

Interpretation of 107%:

Employees are paid 7% above the midpoint of the pay range — reflecting a position slightly above market or

internal midpoint values.
This often indicates higher experience, strong performance, or pay nearing the range maximum.
Explanation of Options:

A: Incorrect; 93% would mean salaries are below midpoint.




B: Incorrect; 107% means 7% higher, not 107% higher.
C: Incorrect; misstates the difference.
D: Correct; 107% means salaries are 7% higher than the midpoint.

Therefore, D. Salaries are 7% higher than the midpoint of the pay grade is the correct interpretation.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Total Rewards
CHRP Knowledge Exam Blueprint — Compensation Metrics and Analysis

HRPA Exam Preparation Guide — Base Pay and Market Competitiveness

Question: 26

Which of the following best describes the potential advantages of conducting a comprehensive HR audit in an

organization?

A. Measuring top management's shift toward strategic planning, refining compensation and staffing policies, and

assessing compliance with employment legislation

B. Streamlining inter-departmental workflows, promoting agile methodologies, and optimizing resource allocation

for projects

C. Emphasizing competitive market research, recalibrating product positioning strategies, and expanding global
market reach

D. Enhancing external stakeholder communication, leveraging organizational social responsibility initiatives, and

bolstering brand reputation

Answer: A
Explanation:

Under the HRPA Human Resources Competency Framework (Functional Domain: Professional Practice), an HR audit is a
systematic review of HR policies, procedures, systems, and practices to ensure legal compliance, alignment with

strategic objectives, and effectiveness of HR programs.

The purpose of an HR audit is to identify gaps, risks, and opportunities to enhance HR’s contribution to the

organization.

Extract:




“HR audits evaluate HR policies and practices to ensure compliance with legislation, identify areas for improvement,

and assess the strategic contribution of HR programs.”

(HRPA Competency Framework — Professional Practice, CHRP Level, Key Competency: Evaluate HR Programs and

Ensure Compliance)

Key advantages of an HR audit include:

Ensuring compliance with employment legislation and regulatory standards.

Improving HR policies such as compensation, recruitment, and performance management.
Supporting strategic alignment by assessing HR’s effectiveness in achieving business objectives.

Therefore, A accurately reflects the audit’s strategic and compliance-oriented benefits.

Options B, C, and D describe broader organizational or marketing initiatives that are not the purpose of an HR audit.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Functional Domain: Professional Practice

CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — HR Audits and Risk Management

Question: 27

What is the most significant benefit of including mentoring relationships in leadership development programs to

better prepare individuals for leadership roles?

A. Mentoring fosters a culture of continuous learning and development




B. Mentoring helps accelerate career advancement
C. Mentors help build strong professional networks

D. Mentors provide real-world insights and guidance

Answer: D
Explanation:

Within the HRPA Human Resources Competency Framework (Functional Domain: Learning and Development),
mentoring is identified as a key developmental practice that enhances learning through knowledge transfer and

experiential insight from experienced leaders.

Extract:

“Mentoring relationships provide learners with guidance, feedback, and real-world perspectives to build leadership

capability and professional judgment.”

(HRPA Competency Framework — Learning and Development, CHRP Level, Key Competency: Implement Developmental

Programs and Career Support Mechanisms)

Why Option D is correct:

Mentors translate theory into practical, experience-based insights, helping mentees understand complex leadership

challenges.

It is the most direct and significant benefit in the context of leadership preparation.
Why other options are less correct:

A: Continuous learning culture is a secondary outcome.

B: Career advancement can occur, but it’s not the primary developmental goal.
C: Networking is a by-product, not the main purpose.

Therefore, D. Mentors provide real-world insights and guidance best represents the key developmental benefit of

mentoring within leadership programs.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Learning and Development

CHRP Knowledge Exam Blueprint — Leadership and Career Development




HRPA Exam Preparation Guide — Mentoring and Development Strategies

Question: 28

Which of the following is the greatest challenge for HR professionals when measuring employee productivity?
A. Determining the most relevant indicators

B. Creating a suitable contingency anchor

C. Measuring the advocacy behaviour of employees

D. Maintaining a strong locus of control

Answer: A
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness),
measuring employee productivity is essential for evaluating workforce efficiency and organizational performance.

However, the greatest challenge lies in identifying appropriate, reliable, and measurable productivity indicators that

reflect the diversity of job roles and outputs.

Extract:

“HR professionals identify and apply relevant performance indicators to measure productivity, recognizing that

selecting valid and reliable metrics is a key challenge in evaluating workforce effectiveness.”

(HRPA Competency Framework — Organizational Effectiveness, CHRP Level, Key Competency: Measure and Improve

Organizational Performance)
Why Option A is correct:

Productivity metrics vary widely across roles and industries.

Selecting the most relevant and measurable indicators that capture both quality and quantity of output is the

hardest part.

Why other options are incorrect:
B: “Contingency anchor” is not an HR measurement concept.

C: Advocacy behavior relates to engagement, not direct productivity measurement.




D: “Locus of control” is a psychological trait, not a measurement challenge.

Therefore, A. Determining the most relevant indicators is correct, as it captures the central analytical difficulty HR

faces in productivity assessment.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Functional Domain: Organizational Effectiveness

CHRP Knowledge Exam Blueprint (HRPA, Ontario)

HRPA Exam Preparation Guide — Performance and Productivity Measurement

Question: 29

Which of the following is a key focus of HR audits for training and development in relation to the evaluation of

training program outcomes?

A. Assessing the return on investment of training initiatives

B. Measuring participants' learning after the training session

C. Monitoring employee engagement levels during training sessions

D. Measuring employee satisfaction with training

Answer: A
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Learning and Development), HR
audits in the area of training and development are designed to evaluate the overall effectiveness, efficiency, and

strategic impact of learning programs.

The key focus during the audit process is determining whether training investments produce measurable organizational

value—specifically through return on investment (ROI) and performance outcomes.

Extract:

“HR professionals assess training effectiveness by evaluating learning outcomes, behavioral application, and

organizational impact, including the return on investment of development initiatives.”




(HRPA Competency Framework — Learning and Development, CHRP Level, Key Competency: Evaluate Learning and

Development Programs)

Option Analysis:

A (ROI assessment): Correct — directly reflects audit-level evaluation focused on organizational impact.
B: Measures learning outcomes, not organizational results.

C: Engagement is a delivery metric, not an audit focus.

D: Satisfaction feedback measures participant perception, not strategic value.

Therefore, A. Assessing the return on investment of training initiatives is the correct answer.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Learning and Development
CHRP Knowledge Exam Blueprint — Training Evaluation and ROI

HRPA Exam Preparation Guide — HR Audits in Learning and Development

Question: 30

Which factor is generally the most difficult to justify when making an HR Information System investment decision?
A. Balancing the investment's benefit-cost analysis

B. Detaching the investment cost from previous project cost issues

C. Demonstrating ways to manage operational and legal risks

D. Showing improvement in the organization's effectiveness

Answer: D

Explanation:

In the HRPA Human Resources Competency Framework (Functional Domain: Reporting and Financial Management), HR

professionals are expected to assess, justify, and manage investments in HR technology systems (HRIS).




While cost-benefit analysis and risk management are quantifiable, demonstrating improvement in overall organizational
effectiveness is the most difficult justification, because it involves indirect and long-term impacts (e.g., employee

satisfaction, process efficiency, and decision-making quality).
Extract:

“The greatest challenge in HR technology investment decisions lies in quantifying the strategic and organizational

effectiveness gains resulting from system implementation.”

(HRPA Competency Framework — Reporting and Financial Management, CHRP Level, Key Competency: Evaluate

and Implement HR Information Systems)

Therefore, D. Showing improvement in the organization's effectiveness is correct, as it is complex to measure and justify

financially compared to direct cost or risk-related factors.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Reporting and Financial Management

CHRP Knowledge Exam Blueprint — HR Technology and Systems

HRPA Exam Preparation Guide — HRIS Cost-Benefit and Value Assessment

Question: 31

Alannah consistently has a positive view of life and believes everyone she works with has a similar view. What is this

an example of?
A. Stereotyping
B. Contrast effect

C. Halo effect

D. Projection

Answer: D
Explanation:

In the HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness),

understanding perceptual and cognitive biases is crucial for effective performance management, team dynamics,




and leadership decision-making.

Projection occurs when individuals attribute their own traits, attitudes, or beliefs to others, assuming others think or

behave as they do.
Extract:

“Projection bias occurs when individuals assume others share their values, attitudes, or perspectives, potentially

distorting judgment and interpersonal understanding.”

(HRPA Competency Framework — Organizational Effectiveness, Knowledge Area: Interpersonal Dynamics and

Communication)

Option Analysis:

A (Stereotyping): Attributing group characteristics to individuals.

B (Contrast effect): Comparing one person to another, affecting evaluation.

C (Halo effect): Letting one positive trait influence overall judgment.

D (Projection): Correct — assuming others share one’s own outlook or mindset.

Therefore, D. Projection accurately describes Alannah’s behavior.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Organizational Effectiveness

CHRP Knowledge Exam Blueprint — Perception and Decision-Making in Organizations
HRPA Exam Preparation Guide — Cognitive and Perceptual Bias in HR

Question: 32

Which of the following activities is associated with an evidence-based approach to developing solutions to HR

problems?

A. Aligning functional HR strategies with organizational strategies
B. Devising a list of plausible options using problem-solving

C. Implementing specific actions of the business plan

D. Reading academic journals and industry publications

Answer: D
Explanation:




The HRPA Human Resources Competency Framework (Functional Domain: Strategy) emphasizes evidence-based HR

practice, which requires HR professionals to use data, research, and validated information sources to inform HR

decision-making.
Extract:

“Evidence-based HR practice involves integrating data analytics, academic research, and professional experience to

develop effective HR solutions.”

(HRPA Competency Framework — Strategy, CHRP Level, Key Competency: Apply Evidence-Based Approaches to HR
Decision-Making)

Reading academic journals and industry publications (Option D) represents an evidence-based activity as it ensures HR

professionals rely on research and empirical findings rather than intuition or anecdotal experience.

Options A—C involve strategic alignment and implementation but do not directly reflect the evidencebased process
itself.

Therefore, D. Reading academic journals and industry publications is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Strategy
CHRP Knowledge Exam Blueprint — Evidence-Based HR Practices

HRPA Exam Preparation Guide — Research and Data-Informed HR Decision-Making

Question: 33

Which of the following types of rater error occurs when supervisors avoid low and high ratings of employees?
A. Halo effect

B. Central tendency

C. Contrast error

D. Recency effect

Answer: B
Explanation:

Within the HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness), HR

professionals must recognize and minimize rater biases that undermine performance appraisal accuracy.




Central tendency error occurs when evaluators rate all employees around the midpoint of the rating scale, avoiding

extreme scores (high or low). This reduces differentiation and fairness in performance management.

Extract:

“Central tendency bias arises when raters avoid using extreme points on a scale, resulting in clustering of ratings near

the average and reducing performance differentiation.”

(HRPA Competency Framework — Organizational Effectiveness, CHRP Level, Knowledge Area: Performance

Management and Appraisal Systems)

Option Analysis:

A (Halo effect): One positive trait influences all ratings.

C (Contrast error): Comparison between employees skews ratings.

D (Recency effect): Recent performance outweighs overall performance.

B (Central tendency): Correct — reflects avoidance of extremes in performance ratings.

Therefore, B. Central tendency is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Organizational Effectiveness
CHRP Knowledge Exam Blueprint — Performance Appraisal and Rater Error

HRPA Exam Preparation Guide — Evaluation and Feedback Systems

Question: 34

Which of the following circumstances is most likely to result in an overt traumatic injury?
A. Working in an unnatural position

B. Being caught under or between pieces of machinery

C. Being harassed by a co-worker

D. Applying force to hinge joints




Answer: B
Explanation:

Within the HRPA Human Resources Competency Framework (Functional Domain: Health, Wellness, and Safe

Workplace), HR professionals must understand different categories of workplace injuries to ensure proper risk

management and compliance with the Occupational Health and Safety Act (OHSA).

An overt traumatic injury is a sudden injury resulting from a specific event or accident—such as being caught in, under,

or between machinery—causing immediate harm (e.g., crushing or amputation).
Extract:

“Overt traumatic injuries result from sudden, forceful incidents such as being struck by or caught between equipment,

requiring immediate emergency response and investigation.”

(HRPA Competency Framework — Health, Wellness, and Safe Workplace, CHRP Level, Key Competency: Identify

and Control Workplace Hazards)

Option Analysis:

A: Unnatural positions cause repetitive strain or musculoskeletal disorders (chronic injuries).
B: Correct — describes an acute, traumatic event.

C: Harassment leads to psychological harm, not physical trauma.

D: Force on joints may cause strain, not an overt traumatic injury.

Therefore, B. Being caught under or between pieces of machinery correctly identifies the situation most likely to

cause an overt traumatic injury.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Health, Wellness, and Safe Workplace
CHRP Knowledge Exam Blueprint — Occupational Health and Safety

Ontario Occupational Health and Safety Act, R.S.0. 1990

HRPA Exam Preparation Guide — Workplace Accidents and Injury Prevention




Question: 35

Which of the following is most likely required when an employee change of address is made in a nonrelational

database?

A. Multiple change of address fields within the system

B. Asingle change of address field within the system

C. In-house and third-party deletions of the old information

D. Third-party assistance to complete the change of address

Answer: A
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Reporting and Financial

Management), HR professionals must understand how HR information systems store and manage employee data.

In non-relational databases, data is not stored in interconnected tables. Instead, data may be duplicated across multiple

files or systems. Therefore, when an employee’s address changes, the update must be made in multiple fields

or locations to ensure consistency.

Extract:

“Non-relational databases often require manual updates across multiple records or fields because data redundancy

prevents automatic synchronization.”

(HRPA Competency Framework — Reporting and Financial Management, CHRP Level, Knowledge Area: HR
Information Systems and Data Management)

Option Analysis:

A: Correct — non-relational systems often have multiple instances of the same data.
B: Applies to relational databases with integrated data structures.

C: Deletions are not standard procedure for data updates.

D: Third-party help is unnecessary unless the database is outsourced.

Therefore, A. Multiple change of address fields within the system is correct.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Reporting and Financial Management

CHRP Knowledge Exam Blueprint — HRIS Data Management




HRPA Exam Preparation Guide — Database Types and Data Integrity

Question: 36

According to the Harvard (also known as humanistic) Model of strategic HR management, which of the following key

outcomes is emphasized to ensure the long-term success and well-being of employees?
A. Cost-efficiency
B. Commitment

C. Conformity

D. Competition

Answer: B
Explanation:

The Harvard Model of Strategic HR Management, also referred to as the humanistic model, is a foundational framework

emphasizing the mutual relationship between employees and the organization. It promotes HR policies that balance

organizational effectiveness with employee wellbeing.

According to the HRPA Human Resources Competency Framework (Functional Domain: Strategy), the model’s

primary HR outcomes include:

Commitment — developing employee loyalty and engagement

Competence — enhancing skills and capabilities

Congruence — ensuring alignment of goals between employees and management

Cost-effectiveness — maintaining financial sustainability

Among these, commitment is the most emphasized outcome to achieve both long-term organizational success and

employee satisfaction.

Extract:

“The Harvard Model highlights employee commitment as central to sustainable performance, focusing on mutual

gains for both the organization and its people.”

(HRPA Competency Framework — Strategy, CHRP Level, Key Competency: Align Human Capital Policies with
Strategic Objectives)




Option Analysis:

A:

Cost-efficiency is an organizational goal but not the core humanistic outcome.
Correct — emphasizes employee engagement and loyalty.

Conformity contradicts the model’s participative approach.

Competition relates to external market dynamics, not internal well-being.




Therefore, B. Commitment is the correct answer.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Strategy

CHRP Knowledge Exam Blueprint — Strategic HR Models and Approaches

HRPA Exam Preparation Guide — Humanistic and Strategic HR Theories

Question: 37

What are the 2 main compensation cost indicators?

A. Compensation cost ratios and employee productivity

B. Average employee earnings and employee productivity

C. Average employee earnings and compensation cost ratios

D. Average employee earnings and net income

Answer: C
Explanation:

Under the HRPA Human Resources Competency Framework (Functional Domain: Total Rewards), HR professionals must
be able to assess and monitor compensation cost indicators to evaluate the organization’s pay competitiveness and

financial sustainability.

The two most commonly used compensation cost indicators are:

Average Employee Earnings (AEE)

Represents the average total compensation (wages, salaries, and benefits) paid per employee.

Used to measure internal equity and external competitiveness over time.

Compensation Cost Ratios (CCR)

Express total compensation costs as a percentage of revenue or operating costs.




Used to evaluate the relationship between labour expenses and productivity or profitability.
Extract:

“HR professionals use average employee earnings and compensation cost ratios as key indicators to evaluate the

efficiency and competitiveness of total compensation strategies.”

(HRPA Competency Framework — Total Rewards, CHRP Level, Key Competency: Analyze

Compensation Metrics and Financial Impact)

Option Analysis:

A: Employee productivity is a performance metric, not a compensation cost indicator.
B: Combines one cost indicator with a productivity measure, so incomplete.

C: Correct — includes both recognized compensation cost indicators.

D: Netincome reflects profitability, not a compensation cost measure.

Therefore, C. Average employee earnings and compensation cost ratios is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Total Rewards
CHRP Knowledge Exam Blueprint — Compensation Cost Analysis

HRPA Exam Preparation Guide — Compensation and Financial Indicators

Question: 38

What is the first step in communicating compensation details to employees?
A. Defining the objectives
B. Developing the strategy

C. Evaluating the program

D. Collecting information

Answer: A

Explanation:




According to the HRPA Human Resources Competency Framework (Functional Domain: Total Rewards), effective

communication of compensation details is a structured process that begins with defining the objectives of the

communication plan.

Before any messaging, materials, or channels are developed, HR professionals must identify what they aim to achieve

through compensation communication — for example, improving transparency, enhancing understanding of pay

structures, or reinforcing the link between performance and rewards.

Extract:

“Defining communication objectives is the first step in designing compensation communication plans, ensuring

alignment with organizational goals and employee understanding.”

(HRPA Competency Framework — Total Rewards, CHRP Level, Key Competency: Communicate Compensation and
Benefits Information Effectively)

Sequential Process:

Define objectives — What is the purpose of the communication?

Develop the strategy — How and through which channels will it be communicated?
Implement and evaluate — Assess clarity and employee understanding.
Option Analysis:

A (Defining the objectives): Correct — establishes direction for communication efforts.
B: Occurs after defining objectives.

C: Evaluation occurs post-implementation.

D: Information collection supports planning but is not the first communication step.

Therefore, A. Defining the objectives is the correct answer, as it is the essential first step in the compensation

communication process.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Total Rewards
CHRP Knowledge Exam Blueprint — Compensation Communication and Implementation

HRPA Exam Preparation Guide — Communicating Total Rewards Information




Question: 39

Which component of the 4-component strategy to reduce work-related psychosocial disorders could include an

employee and family assistance program?
A. Afocus on organizational change

B. A focus on information

C. Afocus on psychological services

D. Afocus on stressors

Answer: C
Explanation:

Within the HRPA Human Resources Competency Framework (Functional Domain: Health, Wellness, and Safe
Workplace), HR professionals are responsible for promoting psychological health and preventing psychosocial

disorders in the workplace.

The 4-component strategy to reduce psychosocial disorders includes:

A focus on information — Education and awareness about mental health.

A focus on organizational change — Modifying work conditions and management practices to reduce stressors.

A focus on stressors — Identifying and addressing workplace sources of psychological strain.

A focus on psychological services — Providing access to professional support, such as Employee and Family

Assistance Programs (EFAPs).

Extract:

“Psychological services, including employee and family assistance programs, are part of a comprehensive strategy to

support mental health and address psychosocial disorders.”

(HRPA Competency Framework — Health, Wellness, and Safe Workplace, CHRP Level, Key Competency: Implement

Health Promotion and Psychological Support Programs)

Therefore, C. A focus on psychological services is correct, as EFAPs directly provide confidential counseling and

mental health resources to employees and their families.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Health, Wellness, and Safe Workplace




CHRP Knowledge Exam Blueprint — Psychological Health and Wellness

HRPA Exam Preparation Guide — Psychosocial Risk Management and EFAP Programs

Question: 40

Which of the following work arrangements provides multiple work schedule alternatives aimed at increasing job

satisfaction and reducing employee absenteeism?
A. Flextime

B. Jobinvolvement

C. Jobenrichment

D. Management by objectives

Answer: A
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness),
flexible work arrangements are a key component of job design strategies aimed at improving work-life balance, job

satisfaction, and retention.

Flextime allows employees to vary their start and end times while maintaining the required total number of work hours.

This flexibility supports reduced absenteeism, higher morale, and greater job satisfaction.

Extract:

“Flexible scheduling arrangements such as flextime enhance employee engagement and attendance by allowing

individualized work schedules within organizational requirements.”

(HRPA Competency Framework — Organizational Effectiveness, CHRP Level, Key Competency: Design Work Systems
to Support Employee Effectiveness)

Option Analysis:
A (Flextime): Correct — provides alternative schedules that improve satisfaction and reduce absenteeism.

B (Job involvement): Refers to psychological identification with one’s job, not scheduling flexibility.

C (Job enrichment): Increases job depth and autonomy, not scheduling alternatives.




D (MBO): Goal-setting system, not a work arrangement.

Thus, A. Flextime is the correct answer.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Organizational Effectiveness

CHRP Knowledge Exam Blueprint — Job Design and Flexible Work Arrangements

HRPA Exam Preparation Guide — Work Design and Motivation

Question: 41

The third category of job performance, counterproductive behaviour, divides those behaviours into 4 sub-categories.
Which of the following pairs of sub-categories demonstrates behaviour that intentionally disadvantages the

organization?

A. Property deviance and political deviance

B. Production deviance and property deviance
C. Production deviance and personal aggression

D. Political deviance and personal aggression

Answer: B
Explanation:

In the HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness), job

performance is often analyzed using three categories:

Task performance — Job-specific duties and responsibilities.

Citizenship behaviour — Voluntary, positive employee actions.

Counterproductive work behaviour (CWB) — Intentional actions that harm the organization or its members.
CWBs are divided into four sub-categories:

Production deviance — Wasting resources, intentionally working slowly.

Property deviance — Theft, sabotage, misuse of company assets.

Political deviance — Gossip, favoritism, undermining coworkers.




Personal aggression — Harassment, abuse, or violence toward others.

Among these, production deviance and property deviance both directly disadvantage the organization by lowering

productivity or damaging assets.
Extract:

“Counterproductive behaviours targeting the organization, such as property or production deviance, represent

deliberate acts that undermine organizational performance.”

(HRPA Competency Framework — Organizational Effectiveness, CHRP Level, Knowledge Area: Job Performance and

Employee Behaviour)

Therefore, B. Production deviance and property deviance is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Organizational Effectiveness
CHRP Knowledge Exam Blueprint — Job Performance and Counterproductive Behaviour

HRPA Exam Preparation Guide — Employee Performance and Behaviour

Question: 42

What is the term for a strategy that changes incrementally as a result of environmental changes?
A. Emergent strategy

B. Realized strategy

C. Intended strategy

D. Discarded strategy

Answer: A
Explanation:

According to the HRPA Human Resources Competency Framework (Functional Domain: Strategy), HR professionals
must understand different types of strategic development models to align HR practices with organizational

direction and environmental realities.

Emergent strategy refers to a strategy that evolves incrementally in response to unplanned opportunities or changes in

the internal or external environment, rather than one that was initially planned.




This contrasts with intended strategy, which is pre-determined and deliberate.

Extract:

“Emergent strategy develops gradually in response to environmental shifts and organizational learning, reflecting

adaptive decision-making and flexibility.”

(HRPA Competency Framework — Strategy, CHRP Level, Key Competency: Support Strategic Planning and Adaptation)
Option Analysis:

A (Emergent strategy): Correct — evolves in response to environmental changes.

B (Realized strategy): The final strategy actually implemented (can include both intended and emergent elements).
C (Intended strategy): The original planned approach.

D (Discarded strategy): Refers to plans not executed.

Therefore, A. Emergent strategy is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Functional Domain: Strategy
CHRP Knowledge Exam Blueprint — Strategic Management Models

HRPA Exam Preparation Guide — Strategy Formulation and Adaptation

Question: 43

During the recruitment process, which level of risk control is being used in a workplace safety policy that requires
preplacement assessments to demonstrate that employees have suitable characteristics, such as the ability to

lift materials?

A. Engineering
B. Substitution
C. Elimination

D. Administrative

Answer: D
Explanation:




Within the HRPA Human Resources Competency Framework (Functional Domain: Health, Wellness, and Safe

Workplace), HR professionals are expected to understand the hierarchy of hazard controls, a framework used to

reduce workplace risks.

The five levels, from most to least effective, are:
Elimination

Substitution

Engineering controls

Administrative controls

Personal protective equipment (PPE)

Preplacement assessments are an administrative control measure because they involve establishing policies,

procedures, and screening processes designed to reduce risk through human and procedural management, not

physical changes to the workplace.
Extract:

“Administrative controls reduce risk through training, procedures, and work practices, including employee selection

and fitness assessments.”

(HRPA Competency Framework — Health, Wellness, and Safe Workplace, CHRP Level, Knowledge Area: Hazard
Assessment and Risk Management)

Therefore, D. Administrative is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Health, Wellness, and Safe Workplace
CHRP Knowledge Exam Blueprint — Risk and Hazard Management

HRPA Exam Preparation Guide — Hierarchy of Hazard Controls

Question: 44

An HR professional is facing an excessive workload that will prevent her from fulfilling all her duties to the level

expected. Which of the following best describes her obligation?

A. She must accept all HR-related assignments in accordance with the HRPA Rules of Professional Conduct




B. Sheis not obligated to accept all professional assignments, but any HR-related assignments she accepts must be

in compliance with the HRPA Rules of Professional Conduct

C. Sheis not obligated to accept all professional assignments, but any assignments she accepts must be in compliance

with the HRPA Rules of Professional Conduct and her areas of competence

D. Sheis not obligated to accept all professional assignments

Answer: C
Explanation:

The HRPA Rules of Professional Conduct and HRPA Human Resources Competency Framework (Functional Domain:

Professional Practice) emphasize that HR professionals must act within the limits of their professional competence and

maintain integrity and accountability in accepting or refusing assignments.
Extract:

“Members shall perform professional services only in the areas of their competence and shall not undertake

responsibilities they cannot reasonably fulfill to professional standards.”
(HRPA Rules of Professional Conduct — Section 3.2, Professional Competence)
Therefore:

An HR professional is not obligated to accept every assignment.

Any accepted assignment must be performed in accordance with both professional conduct standards and

competence boundaries.

Option C captures this fully, combining both ethical and competency obligations.

Verified Reference Summary:
HRPA Rules of Professional Conduct — Sections 3.1-3.3
HRPA Human Resources Competency Framework — Professional Practice

CHRP Knowledge Exam Blueprint — Ethical Practice and Professional Standards

Question: 45

Which of the following employee rights is incorporated into an employer's interpretation of due process?

A. Right to appeal of discipline




B. Employee privacy rights
C. Job expectancy rights

D. Contractual rights

Answer: A
Explanation:

In the HRPA Human Resources Competency Framework (Functional Domain: Labour and Employee Relations), due

process refers to the fair and consistent application of workplace policies and disciplinary actions.

A core component of due process is the employee’s right to appeal disciplinary decisions, ensuring fairness,

transparency, and the opportunity to present their case.
Extract:

“Due process in employee relations ensures that employees are informed of allegations, given an opportunity to

respond, and provided access to an appeal mechanism in disciplinary procedures.”

(HRPA Competency Framework — Labour and Employee Relations, CHRP Level, Knowledge Area: Discipline and

Grievance Procedures)

Option Analysis:

A: Correct — the right to appeal is integral to due process.

B: Relates to privacy legislation, not due process.

C: Concerns job security expectations, not procedural fairness.
D: Refers to legal employment terms, not disciplinary procedure.

Thus, A. Right to appeal of discipline correctly represents due process in HR practice.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Labour and Employee Relations
CHRP Knowledge Exam Blueprint — Employee Rights and Discipline

HRPA Exam Preparation Guide — Due Process and Fair Treatment in Employee Relations




Question: 46

What system covers a full range of data on finance, logistics, production, accounting, and HR management?
A. HRInformation System

B. Enterprise resource planning system

C. Cloud computing system

D. Enterprise portal system

Answer: B
Explanation:

Within the HRPA Human Resources Competency Framework (Functional Domain: Reporting and Financial
Management), HR professionals must understand how integrated systems support business operations across

departments.

An Enterprise Resource Planning (ERP) system is a comprehensive, organization-wide platform that integrates core

business processes—including finance, logistics, production, accounting, and human resources—into a single

centralized system.
Extract:

“ERP systems integrate HR with finance, production, logistics, and accounting, providing enterprisewide data

management and decision support.”

(HRPA Competency Framework — Reporting and Financial Management, CHRP Level, Knowledge Area: HR

Information Systems and Data Integration)

Option Analysis:

A: HRIS focuses only on HR data.

B: Correct — ERP integrates multiple business functions.

C: Cloud computing refers to data storage and delivery, not system scope.

D: Enterprise portals provide access to data but not integration across functions.

Therefore, B. Enterprise resource planning system is correct.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Reporting and Financial Management




CHRP Knowledge Exam Blueprint — HR Technology and ERP Systems

HRPA Exam Preparation Guide — Integrated Business and HR Systems

Question: 47

What is the main reason for making videos and podcasts for new hires that explain the organization's mission and goals,
offer a mini-tour of its facilities, and show interviews with current employees and executives to discuss the work

environment?

A. To promote a safe work environment for new employees
B. To help new employees avoid culture shock

C. To help new employees make the most of their talent

D. To help new employees understand their job responsibilities

Answer: B
Explanation:

Under the HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness), HR
professionals must design effective onboarding and orientation programs to facilitate employee integration into

the organizational culture.

Videos and podcasts that introduce the company’s mission, environment, and people are designed to reduce culture
shock—the discomfort and uncertainty new employees may feel when adapting to new values, norms, and

practices.
Extract:

“Orientation and onboarding programs reduce new employee anxiety and culture shock by familiarizing them with

organizational values, people, and processes.”

(HRPA Competency Framework — Organizational Effectiveness, CHRP Level, Key Competency: Support Employee

Onboarding and Engagement)
Option Analysis:
A: Safety promotion is part of health and safety training, not onboarding culture integration.

B: Correct — directly reduces culture shock.




C: “Making the most of talent” relates to development, not onboarding.

D: Job responsibilities are covered in role-specific training, not general onboarding.

Thus, B. To help new employees avoid culture shock is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Organizational Effectiveness

CHRP Knowledge Exam Blueprint — Onboarding and Employee Integration

HRPA Exam Preparation Guide — Orientation and Socialization

Question: 48

A potential software vendor has offered an HR professional a pair of National Hockey League season tickets if the
vendor's software is selected through the procurement process. What are the HR professional's obligations in this

situation?

A. Decline the offer but let the vendor remain in the procurement process
B. Report the offer to local authorities once all competing bids are received
C. Disclose the offer to the HR manager

D. Ignore the offer and let the procurement process proceed

Answer: A
Explanation:

The HRPA Rules of Professional Conduct and Professional Practice Competency Domain require HR professionals to

maintain integrity, objectivity, and avoidance of conflicts of interest in all professional dealings.

Accepting or failing to disclose a gift or incentive from a vendor could compromise impartiality and

violate ethical standards. The proper action is to decline the offer while continuing the procurement process

transparently.

Extract:




“Members shall avoid situations involving a conflict of interest and shall not accept benefits that could reasonably

be seen to influence their professional judgment.”

(HRPA Rules of Professional Conduct — Section 3.6: Conflict of Interest and Professional Integrity)

Therefore, A. Decline the offer but let the vendor remain in the procurement process is the ethical and compliant

course of action.

Verified Reference Summary:

HRPA Rules of Professional Conduct — Section 3.6 (Conflict of Interest)
HRPA Human Resources Competency Framework — Professional Practice

CHRP Knowledge Exam Blueprint — Ethics and Professional Conduct

Question: 49

Who is responsible for disseminating information about employee benefits?
A. The government

B. The benefits carrier

C. Theemployer

D. The healthcare service provider

Answer: C
Explanation:

Within the HRPA Human Resources Competency Framework (Functional Domain: Total Rewards), the employer holds

responsibility for communicating and administering employee benefits.

Although benefits may be delivered through third-party carriers, the employer remains accountable
for ensuring employees receive accurate, timely, and compliant benefit information.
Extract:

“Employers are responsible for communicating benefits information clearly and ensuring employees understand

their entitlements and obligations.”




(HRPA Competency Framework — Total Rewards, CHRP Level, Key Competency: Administer and Communicate

Employee Benefit Programs)

Option Analysis:

A: Governments regulate, not communicate, benefits.

B: Carriers provide materials but employers must distribute and explain them.
C: Correct — ultimate responsibility lies with the employer.

D: Healthcare providers deliver services, not benefit communication.

Therefore, C. The employer is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Total Rewards
CHRP Knowledge Exam Blueprint — Benefits Administration

HRPA Exam Preparation Guide — Employer Responsibilities in Benefits Communication

Question: 50
Which of the following types of training is critically important for improving the success of employees on global

assignments?

A. Diversity training

B. Leadership development
C. Teamtraining

D. Cross-cultural training

Answer: D
Explanation:

The HRPA Human Resources Competency Framework (Functional Domain: Learning and Development) emphasizes

cross-cultural training as essential for preparing employees for international or expatriate assignments.

Cross-cultural training develops awareness and adaptability to diverse cultural norms, values, and communication

styles—improving adjustment, reducing culture shock, and enhancing job effectiveness abroad.

Extract:




“Cross-cultural training equips employees with the skills and sensitivity to operate effectively in international contexts,

supporting successful global assignments.”

(HRPA Competency Framework — Learning and Development, CHRP Level, Key Competency: Design and Deliver

Learning Programs for Global Readiness)

Option Analysis:

A: Diversity training focuses on domestic inclusion and awareness.

B: Leadership training builds managerial skills but not cultural adaptability.
C: Team training improves collaboration, not global adjustment.
D: Correct — directly addresses cultural integration for expatriates.

Therefore, D. Cross-cultural training is the correct answer.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Learning and Development
CHRP Knowledge Exam Blueprint — Global HR and Expatriate Management

HRPA Exam Preparation Guide — Cross-Cultural and Global Training

Question: 51

What are 2 key factors that influence the market pay for jobs?




A. Labour supply and labour demand
B. Employee education and employee experience
C. Employee performance and employee mobility

D. Labour productivity and labour costs

Answer: A
Explanation:

Under the HRPA Human Resources Competency Framework (Functional Domain: Total Rewards), the determination of

market pay levels is influenced primarily by labour market dynamics, specifically labour supply and demand.

When the demand for labour (employers needing specific skills) exceeds the supply of qualified workers, wages tend to

rise. Conversely, if labour supply exceeds demand, wages may stagnate or decrease.

Extract:

“Labour market pay rates are driven by the interaction of supply and demand for skills in the market, with

competitive pressures determining compensation levels.”

(HRPA Competency Framework — Total Rewards, CHRP Level, Knowledge Area: External Market Competitiveness

and Compensation Determination)

Option Analysis:

A: Correct — represents the foundational economic principles of market pay.
B: Influences individual pay decisions, not overall market rates.

C: Internal performance and mobility factors do not drive external market pay.
D: Labour costs are a result of pay levels, not a determining factor.

Therefore, A. Labour supply and labour demand is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Total Rewards
CHRP Knowledge Exam Blueprint — Compensation Market Factors

HRPA Exam Preparation Guide — Labour Market and Pay Determinants




Question: 52

A performance appraisal may include which of the following as part of the overall process to most effectively encourage

and enhance employee learning and development?
A. Evaluations of the employee's behaviours and skills from a selection of their subordinates
B. Feedback from the employee's manager, peers, direct reports, and/or internal or external customers or clients

C. Guidance for the manager and employee to discuss the employee's career and learning goals with a subsequent

action plan

D. Guidance for the manager and employee to discuss the employee's career goals, including aspirations for

advancement, with a subsequent action plan

Answer: C
Explanation:

The HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness) defines

performance management as a continuous process designed to align individual performance with organizational goals

while supporting employee learning and development.

A key part of an effective performance appraisal process is a development-focused discussion that includes career

and learning goals followed by a concrete action plan.

Extract:

“Performance management systems support learning and development by guiding discussions on employee goals and

identifying developmental actions to enhance performance.”

(HRPA Competency Framework — Organizational Effectiveness, CHRP Level, Key Competency: Manage Performance
and Development Processes)

Option Analysis:
A: Limited to subordinate feedback, not comprehensive.
B: Describes a 360-degree feedback process, which is one input, not the full developmental component.

C: Correct — explicitly integrates career and learning goals into performance discussions.
D: Focuses only on advancement aspirations, not overall learning.

Therefore, C. Guidance for the manager and employee to discuss the employee’s career and learning goals with a

subsequent action plan is correct.




Verified Reference Summary:
HRPA Human Resources Competency Framework — Organizational Effectiveness
CHRP Knowledge Exam Blueprint — Performance Management and Development

HRPA Exam Preparation Guide — Coaching and Performance Appraisal

Question: 53

What type of program encourages employees who are visible minorities to seek guidance from a senior manager to

help them achieve career success?
A. Mentoring

B. Apprenticeship

C. Community of practice

D. Support group

Answer: A
Explanation:

In the HRPA Human Resources Competency Framework (Functional Domain: Learning and Development), mentoring
programs are structured relationships in which a senior or experienced employee provides guidance, advice, and
support to a less experienced employee, often from an underrepresented group, to promote career development and

inclusion.
Extract:

“Mentoring programs foster inclusion and career progression by connecting employees, particularly those from diverse

backgrounds, with experienced leaders who provide guidance and advocacy.”

(HRPA Competency Framework — Learning and Development, CHRP Level, Key Competency: Implement Mentoring

and Development Initiatives)
Option Analysis:
A: Correct — mentoring supports visible minority employees’ career growth.

B: Apprenticeship is technical training, not guidance-based.




C: Communities of practice involve knowledge sharing, not structured guidance.

D: Support groups provide emotional support but not structured development.

Therefore, A. Mentoring is correct.

Verified Reference Summary:

HRPA Human Resources Competency Framework — Learning and Development

CHRP Knowledge Exam Blueprint — Mentoring and Career Development

HRPA Exam Preparation Guide — Diversity and Inclusion Initiatives

Question: 54
If management is willing to pay between $17 and $22 per hour for a job, and the union is willing to accept between $20

and $25 per hour, what is the bargaining zone of agreement?
A. $20-25 per hour
B. $17-22 per hour
C. $20-22 per hour

D. $17-25 per hour

Answer: C
Explanation:

In the HRPA Human Resources Competency Framework (Functional Domain: Labour and Employee Relations), HR
professionals must understand collective bargaining concepts, including the bargaining zone or zone of potential
agreement (ZOPA).

The bargaining zone represents the range in which the employer’s and union’s acceptable terms overlap.
Extract:

“The bargaining zone is the range of overlap between management’s and the union’s acceptable limits during

negotiation.”

(HRPA Competency Framework — Labour and Employee Relations, CHRP Level, Knowledge Area: Collective
Bargaining and Negotiation)

Calculation:




Management range: $17-22
Union range: $20-25
Overlap (bargaining zone): $20-22 per hour

Therefore, C. $20-22 per hour is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Labour and Employee Relations
CHRP Knowledge Exam Blueprint — Collective Bargaining Concepts

HRPA Exam Preparation Guide — Negotiation and Bargaining Strategies

Question: 55

Which of the following is an example of lifestyle programming?
A. Smoking cessation

B. Cognitive skills training

C. Mindfulness

D. Relaxation training

Answer: A
Explanation:

Under the HRPA Human Resources Competency Framework (Functional Domain: Health, Wellness, and Safe
Workplace), lifestyle programs are proactive health promotion initiatives aimed at reducing preventable health

risks and promoting healthy living.
Examples include smoking cessation, weight management, fitness, and nutrition programs.

Extract:

“Lifestyle programs promote healthy behaviors and reduce preventable health risks through initiatives such as
smoking cessation and fitness activities.”




(HRPA Competency Framework — Health, Wellness, and Safe Workplace, CHRP Level, Key Competency: Implement

Health Promotion Programs)

Option Analysis:

A: Correct — smoking cessation is a lifestyle health initiative.

B: Cognitive training targets mental performance, not health behaviour.

C/D: Mindfulness and relaxation are stress management techniques, not lifestyle programs.

Thus, A. Smoking cessation is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Health, Wellness, and Safe Workplace
CHRP Knowledge Exam Blueprint — Wellness and Lifestyle Programs

HRPA Exam Preparation Guide — Health Promotion

Question: 56
In a diverse organization, which of the following initiatives most effectively reduces the risk of cultural

misunderstandings that could negatively affect team performance?




A. Implementing a zero-tolerance policy for discrimination
B. Providing cultural competence training
C. Assigning culturally diverse teams for projects

D. Encouraging employees to celebrate their cultural holidays

Answer: B
Explanation:

The HRPA Human Resources Competency Framework (Functional Domain: Organizational Effectiveness and Learning
and Development) highlights cultural competence training as essential to improving collaboration and reducing cultural

misunderstandings in diverse workplaces.
Such training enhances employees’ awareness of cultural differences, communication styles, and inclusive practices.

Extract:

“Cultural competence training equips employees and leaders to recognize, respect, and effectively manage diversity,

reducing conflict and improving team cohesion.”

(HRPA Competency Framework — Learning and Development, CHRP Level, Key Competency: Develop Diversity and

Inclusion Learning Programs)

Option Analysis:

A: Zero-tolerance policies define expectations but don’t address cultural learning.

B: Correct — builds awareness and practical skills for managing diversity.
C: Exposure to diversity without training may heighten misunderstandings.

D: Celebration promotes inclusion but not competence.

Therefore, B. Providing cultural competence training is correct.

Verified Reference Summary:
HRPA Human Resources Competency Framework — Learning and Development / Organizational Effectiveness
CHRP Knowledge Exam Blueprint — Diversity, Equity, and Inclusion

HRPA Exam Preparation Guide — Cultural Competence and Diversity Training




Would you like me to continue with QUESTIO N NO: 57 [Strategy or Professional Practice] next, using the same
verified HRPA-aligned format?

Question: 57

Which of the following is a goal of psychological first aid training in the workplace?
A. Toincrease mental health literacy among staff

B. To educate employees on the causes of workplace stressors

C. To educate supervisors on the costs of mental health issues

D. To train counsellors for the workplace

Answer: A
Explanation:

In HRPA'’s health, safety, and wellness guidance, psychological first aid (PFA) training is positioned as a frontline skillset
that builds mental health literacy, enabling employees and leaders to recognize signs of distress, provide immediate
supportive responses, and encourage appropriate referral— without turning staff into clinicians. It is not intended to
train employees as counsellors, nor is it limited to explaining stress causes or costing; its core aim is to equip the
workforce with practical, early-response knowledge and skills that support psychological health and safe return-to-

function.

Question: 58

Which of the following litigation risks should an HR professional advise management about when planning a

workforce reduction?

A. Allegations of safety violations
B. Allegations of sexual harassment
C. Allegations of discrimination

D. Allegations of constructive dismissal

Answer: C
Explanation:

When planning a workforce reduction, HR professionals must be vigilant in identifying and mitigating potential litigation
risks that could arise from employment termination decisions. According to the HRPA Professional Competency

Framework, under the "Labour and Employee Relations" domain

(Competency C119), HR professionals are expected to “manage the risk of litigation and conflict in all interactions with

employees.” This includes being aware of human rights legislation and ensuring that decisions are not based on




discriminatory grounds.

The Ontario Human Rights Code prohibits discrimination on various protected grounds (such as race, gender, age,
disability, etc.), and if a workforce reduction disproportionately affects members of a protected group, it could lead to
legal challenges alleging discrimination. Discrimination is considered one of the most significant legal risks during

workforce reductions, as employers must ensure decisions are based on objective, non-discriminatory criteria such as

performance or seniority.

Although constructive dismissal (option D) is a legitimate legal concern, it typically arises from significant changes to job

duties or terms of employment without consent — not from terminations that are part of a planned reduction.

Safety violations (option A) and sexual harassment (option B) are serious issues but are not directly related to the

strategic or legal risks associated with workforce reduction processes.

Relevant Framework Reference:

HRPA Professional Competency Framework — Competency C119 (Labour and Employee Relations)
Ontario Human Rights Code — Protection from Discrimination in Employment

HRPA Study Guide — Workforce Planning and Employment Law sections

These frameworks emphasize that HR must evaluate all employment decisions, including layoffs or restructuring,

through a legal and ethical lens to reduce exposure to discrimination claims.

Question: 59

Which of the following activities can identify new safety hazards and ensure hazard controls are functioning

effectively?
A. Re-engineering
B. Auditing
C. Training

D. Substitution

Answer: B
Explanation:

Within the Health, Wellness, and Safe Workplace domain of the HRPA Professional Competency Framework,
Competency C144 outlines that HR professionals are expected to “contribute to the evaluation of organizational health

and safety programs and policies to ensure compliance and effectiveness.” One of the key tools used to evaluate and

verify the effectiveness of workplace safety programs is auditing.

Auditing involves a systematic review of workplace operations, policies, and hazard control mechanisms to:




Identify new or emerging safety hazards,

Evaluate whether existing hazard controls are working effectively, and

Ensure compliance with occupational health and safety legislation, including the Ontario Occupational Health and
Safety Act (OHSA).

Audits are proactive in nature and serve as a critical part of continuous improvement within a workplace’s health and
safety management system. Through internal or external safety audits, organizations can determine whether control
measures such as personal protective equipment (PPE), training programs, or engineering controls are adequately

mitigating risks.
By contrast:

Re-engineering (Option A) refers to redesigning processes or work environments and may reduce hazards but does

not primarily evaluate hazard controls.

Training (Option C) helps workers understand hazards and procedures but is not an evaluation tool for existing

controls.

Substitution (Option D) is a hazard control strategy where a less hazardous material or process replaces a more

dangerous one; again, it’s a control measure, not an evaluative process.

Relevant Framework Reference:

HRPA Professional Competency Framework — Competency C144 (Health, Wellness, and Safe Workplace)
Ontario Occupational Health and Safety Act — Due Diligence and Program Evaluation Requirements
HRPA Study Guide — Health and Safety Program Evaluation and Auditing Content

Auditing aligns with the due diligence requirement under OHSA and ensures that the employer is continuously

monitoring and improving its safety systems to prevent incidents and legal liability.

Question: 60

The newest training professional at Mullins Motors wants to show initiative by recommending a

training program. What should be the primary consideration for the type of training to propose to this organization?
A. It should align with the strategic direction of the organization

B. It should be the most cost-effective for the organization

0

It should be engaging and therefore enjoyable for the employees

D. It should allow employees to quickly acquire a new skill




Answer: A
Explanation:

The HRPA Professional Competency Framework places strategic alignment at the core of HR practice. Within the
Learning and Development and Strategy domains, HR is expected to ensure that learning initiatives are aligned with
organizational strategy and contribute to business outcomes (e.g., competencies on aligning HR programs with

organizational goals; integrating learning plans with strategic plans). This means the first and primary filter for

proposing training is whether it supports the organization’s strategic direction and capability needs.

While cost-effectiveness (B), engagement (C), and speed of skill acquisition (D) are important secondary design criteria,

they follow — not precede — alignment to strategy. A program that is inexpensive, enjoyable, or fast, but not

strategically aligned, does not meet HRPA’s expectations for value creation through L&D.
Reference (HRPA):

Professional Competency Framework: Strategy and Learning & Development domains (competencies on aligning

programs with organizational strategy; building capability to deliver strategy).

HRPA Study Guide: Learning & Development planning and evaluation; strategic alignment of L&D to business goals.

Question: 61

Which of the following combinations best indicates whether a work environment will support an effective training

program?

A. Training transfer climate and a continuous learning culture
B. Training transfer climate and pre-training intervention

C. Organizational climate and learning culture

D. Organizational climate and pre-training intervention

Answer: A
Explanation:

The HRPA Professional Competency Framework emphasizes that effective L&D requires conditions that enable transfer
of training and sustain continuous learning. A positive training transfer climate (manager support, peer support,
opportunities to apply learning, reinforcement) directly affects whether learned skills are used on the job. A continuous
learning culture embeds learning in daily work, supporting ongoing application and improvement. Together, these

indicate whether the environment will actually support and sustain training effectiveness.




Pre-training interventions (B, D) and generic notions of organizational climate (C) may help, but they are narrower or

less targeted indicators than the combined presence of a transfer climate and a continuous learning culture, which the

HRPA framework highlights in its L&D effectiveness and evaluation competencies.

Reference (HRPA):

Professional Competency Framework: Learning & Development domain (designing conditions for learning transfer;

fostering a culture of continuous learning).

HRPA Study Guide: Transfer of training, managerial support, and learning culture as determinants of L&D impact.

Question: 62
Which of the following conditions creates and sustains the culture needed to support an organizational strategy of

innovation?
A. Limited resources

B. Low inter-unit communication
C. Organic structures

D. Frequent changes in management

Answer: C
Explanation:

The HRPA Professional Competency Framework connects organizational design and culture to strategy execution. For
an innovation strategy, structures that are organic—characterized by flexibility, decentralized decision-making, cross-
functional collaboration, and open information flow—support experimentation and rapid adaptation, which are cultural

hallmarks of innovation.

Limited resources (A) and low inter-unit communication (B) constrain collaboration and experimentation, undermining

innovation. Frequent leadership turnover (D) destabilizes culture and priorities. HR’s strategic role includes shaping

structures and cultures to fit strategy; for innovation, organic designs are the supportive condition.

Reference (HRPA):

Professional Competency Framework: Strategy and Organizational Effectiveness domains (aligning structure and culture

with strategy; enabling collaboration and agility).

HRPA Study Guide: Organizational design choices (mechanistic vs. organic) and their fit with strategies like

innovation.




Question: 63

Which of the following is the most immediate challenge an organization faces as a result of high employee

turnover?

A. Reduced employee morale

B. Disruption of team dynamics
C. Loss of institutional knowledge

D. Decreased productivity

Answer: D
Explanation:

The HRPA Professional Competency Framework expects HR to track and interpret workforce metrics (including

turnover) for operational impact. High, unplanned turnover creates immediate capacity gaps—vacant roles, onboarding

lags, and rework—that directly and immediately reduce output, service levels, and cycle times, i.e., decreased

productivity.

While reduced morale (A), disrupted team dynamics (B), and loss of institutional knowledge (C) are real and often

significant consequences, they typically materialize and compound over time. The first

and most immediate operational impact HR should flag and mitigate in workforce planning is the drop in productivity

stemming from coverage gaps and decreased efficiency.
Reference (HRPA):

Professional Competency Framework: Workforce Planning and Talent Management (analyzing turnover and capacity;

mitigating operational risk from staffing gaps).

HRPA Study Guide: Turnover metrics, vacancy impacts, and productivity implications in workforce planning.

Question: 64

Which of the following is a characteristic of open-source HR Information Systems?

A. Users are required to share their customized versions with the original developer
B. The systems are always free of cost, regardless of commercial usage

C. The systems can be modified by an organization to fit its needs

D. There is limited public access to the underlying code of the system




Answer: C
Explanation:

Within the HRPA competency areas addressing HR technology and data (Reporting and Financial Management;
Organizational Effectiveness), HR professionals are expected to understand system options and governance so they can
select and steward HRIS that meet organizational needs. Opensource systems are defined by the availability of source
code and the permission to inspect, adapt, and modify the software to fit organizational requirements. This aligns with

HRPA’s emphasis on selecting HR technologies that support business processes, enable configuration, and allow

responsible data stewardship.

Option A is incorrect: some open-source licenses require sharing modifications only if you redistribute the software;
organizations are not inherently required to “share back” customizations merely because they used or modified

the code internally.

Option B is incorrect: “open-source” refers to licensing and modifiability, not price; implementation, hosting,

support, and add-ons may involve costs.
Option D is incorrect: limited public access is characteristic of proprietary systems, not open-source.
Relevant Framework Reference (HRPA):

Professional Competency Framework: competencies on selecting and managing HR technologies and ensuring data

governance to support business outcomes (Reporting and Financial Management;

Organizational Effectiveness).

HRPA Study Guide: HRIS fundamentals—system selection criteria, configurability, governance, and alignment to

organizational needs.

Question: 65

Who should be present during an employee's annual performance appraisal meeting?

A. The employee, the employee's supervisor, a representative from the organization's HR department, and a

representative from the organization's legal department

B. The employee and the employee's supervisor only
C. The employee, the employee's supervisor, and a representative from the organization's legal department

D. The employee, the employee's supervisor, and a representative from the organization's HR department

Answer: B
Explanation:




HRPA'’s Professional Competency Framework positions managers as the primary owners of performance management,
with HR designing the system, enabling capability, and ensuring consistency and fairness. Annual appraisal meetings are
intended to be a direct, two-way conversation focused on goals, results, feedback, and development—best achieved

between the employee and their supervisor. HR’s role is advisory (policy, tools, training, calibration) rather than a
routine attendee. Legal participation is exceptional and reserved for complex risk situations, not standard

appraisals.
Therefore, the standard composition is the employee and the supervisor.
Relevant Framework Reference (HRPA):

Professional Competency Framework: performance management—building manager capability; HR designs frameworks

and advises, line leaders conduct assessments and feedback.

HRPA Study Guide: performance management cycle and roles (manager—employee dialogue; HR oversight,

calibration, and compliance).

Question: 66
What is the purpose of the National Standard for Psychological Health and Safety in the Workplace?

A. To create awareness of workplace stressors
B. To require large employers to have an employee and family assistance program
C. To provide organizations with tools to improve psychological health and safety

D. To mandate legislation to address employee psychological health and safety

Answer: C
Explanation:

The HRPA competency area for Health, Wellness, and Safe Workplace expects HR to implement recognized standards
and practices that support psychological health. The National Standard for Psychological Health and Safety in the
Workplace (CSA 21003 / MHCC) is a voluntary framework that offers policies, procedures, and implementation tools to
systematically identify, assess, and control psychosocial hazards and to promote a psychologically healthy and safe

workplace.
It goes beyond simple awareness (A) by providing structured implementation guidance.

It does not mandate EFAPs (B) nor create legislative obligations (D); rather, it guides organizations to build

comprehensive psychological H&S programs consistent with due diligence and continuous improvement.

Relevant Framework Reference (HRPA):

Professional Competency Framework: competencies on implementing health and safety programs, including

psychological health and safety practices.




HRPA Study Guide: overview of the National Standard (voluntary nature; framework, tools, and guidance for

organizational implementation).

Question: 67

Which of the following factors is used to determine the equity of total rewards among employees?

A. Team performance




B. Competitor pay

C. Paytransparency

D. Type of work

Answer: D
Explanation:

HRPA'’s Total Rewards competencies distinguish between internal equity and external competitiveness. Internal equity
is established by assessing the relative value ofjobs—the type of work, its skill, effort, responsibility, and working
conditions—typically through job analysis and job evaluation. This ensures fair and consistent pay relationships within

the organization.

Competitor pay (B) informs external equity (market competitiveness), not internal equity.
Team performance (A) is a basis for variable pay design, not the foundation of internal equity across roles.

Pay transparency (C) is a communication and governance practice; it does not determine equity, it helps

demonstrate and sustain it.
Relevant Framework Reference (HRPA):

Professional Competency Framework: Total Rewards—designing internally equitable and externally competitive

compensation structures through job analysis/evaluation and market benchmarking.

HRPA Study Guide: internal equity (relative job value) versus external competitiveness (market rates) and supporting

pay governance practices.

Question: 68

Which of the following key messages should be in an employee total rewards statement?
A. The percentage of each reward within the total compensation program

B. What approach was used to budget reward payouts

C. Which benefits exceed legal minimum requirements

D. How the salary and benefits are fair, equitable, and competitive

Answer: D
Explanation:

Within the Total Rewards domain, the HRPA competency model and study guidance emphasize that a total rewards

statement is a communication tool that reinforces the organization’s reward philosophy (e.g., fairness, internal equity,




and external competitiveness) and helps employees understand the value proposition of pay and benefits. HR’s role
includes aligning messaging to the compensation philosophy, market positioning, and internal equity principles, and

ensuring employees can see how rewards are fair, equitable, and competitive relative to the market and internal peers.

While a breakdown of components (percentages) or references to budget approaches can be supplemental, the key

message that must be consistently communicated is the fairness, equity, and competitiveness of rewards, which

directly supports engagement, retention, and legal/ethical expectations in compensation governance.

Reference (HRPA Framework/Study Guide):

HRPA Professional Competency Framework — Total Rewards (communication of compensation philosophy; internal

equity and external competitiveness).

HRPA Study Guide — Total Rewards (purpose and content of total rewards statements; alignment to pay philosophy

and market position).

Question: 69

What should be included in a general safety orientation program?
A. Fire and emergency safety procedures

B. Health and safety audit procedures

C. First aid procedures

D. Preventive maintenance procedures

Answer: A
Explanation:

In the Health, Wellness, and Safe Workplace domain, HRPA guidance identifies that a general safety orientation for all
workers must cover fundamental workplace safety information, including fire and emergency procedures, hazard
reporting, rights and responsibilities, and key policies required for due diligence under occupational health and safety

legislation. Orientation focuses on critical awareness and emergency response basics applicable to every employee.

While first aid, preventive maintenance, and audit procedures are important elements of the broader

health and safety program, they are not core universal topics for general orientation for all employees in the way

that fire and emergency procedures are.

Reference (HRPA Framework/Study Guide):

HRPA Professional Competency Framework — Health, Wellness, and Safe Workplace (program design, orientation




content, due diligence).

HRPA Study Guide — Occupational Health and Safety (elements of general H&S orientation, emergency

procedures).

Question: 70

Which of the following statements best describes the training evaluation process?
A. It focuses on information gathered at the midpoint of a training session

B. Itis a continuum of techniques, methods, and measures

C. It focuses on subjective measures gathered at the end of the training session

D. Itis asubjective and objective measure used before implementation of training

Answer: B
Explanation:

HRPA'’s Learning and Development coverage describes training evaluation as a continuous process that uses multiple
methods (formative and summative) and multiple measures (reaction, learning, behaviour, and results/impact).
Evaluation spans needs analysis (baseline), in-program feedback, post-training assessments, transfer-to-work measures,
and organizational impact/ROl, i.e., a continuum of techniques, methods, and measures rather than a single point-in-

time check.

Options A, C, and D each narrow evaluation to one moment or one type of evidence; the HRPA view is broader and

continuous.

Reference (HRPA Framework/Study Guide):

HRPA Professional Competency Framework — Learning and Development (design, delivery, and evaluation;

formative and summative evaluation).

HRPA Study Guide — Training Evaluation (multi-level, continuous evaluation models and measures).

Question: 71

Which of the following is the next step after identifying metrics for an HR audit?
A. Making recommendations to reduce employee turnover
B. Obtaining senior management approval for the audit

C. Collecting data for analysis




D. Implementing training programs to address performance gaps

Answer: C
Explanation:

HRPA guidance on HR audits and analytics outlines a logical audit workflow: define scope and objectives - identify
metrics and criteria - collect data - analyze findings = report results - develop and prioritize recommendations -

implement improvements and monitor. Once metrics (what will be measured) are established, the immediate next step

is to collect the relevant data so analysis can be performed against those metrics.

Recommendations (A) and implementation (D) occur after analysis. Securing senior management approval (B) is part of

initiating/scope definition at the front end of the audit process, not after metrics are already identified.

Reference (HRPA Framework/Study Guide):

HRPA Professional Competency Framework — Reporting and Financial Management (metrics, data collection,

analysis, and reporting).

HRPA Study Guide — HR Audits and Analytics (audit steps from scoping through recommendations and follow-up).

Question: 72

Which of the following assessment types considers the different perspectives of HR professionals, supervisors, and

other managers when identifying challenges that can be met through training or development?

A. Needs assessment
B. Transference assessment

C. Learning principles assessment

D. Career management assessment

Answer: A
Explanation:

Within the Learning and Development domain of the HRPA Competency Framework, HR practitioners are expected to
conduct a systematic needs assessment that captures input from multiple stakeholders (e.g., HR, supervisors,
managers) to diagnose performance gaps and determine whether training or non-training solutions are appropriate.
The HRPA Study Guide describes needs assessment as a front-end analysis that typically includes organizational
analysis, task/role analysis, and person analysis, each requiring perspectives from HR, line leaders, and managers to
ensure alignment with business goals and operational realities. By design, the needs assessment triangulates these

perspectives to identify issues that training can address (knowledge/skill gaps) versus issues that require other




interventions (process, structure, or resou rces).

Relevant HRPA references: Learning and Development—Needs Assessment/Analysis; Organizational, Task, and Person
Analysis; competencies requiring HR to “analyze learning needs using data from multiple stakeholders” and to “align

learning with organizational objectives.”

Question: 73

A training department wants to demonstrate to the executive team that a training program had a direct impact on

meeting organizational goals. As part of its training evaluation process, the department should collect data that

assesses which of the following?
A. How long it took the trainees to apply what they learned in their workplace settings
B. The trainees' confidence level in performing the new skill

C. The trainer's performance during the training session

D. The trainees' opinion of the support they received from their supervisor when applying their newly acquired

skill in the workplace

Answer: A
Explanation:

The HRPA Study Guide situates evaluation within a results-focused model (commonly framed in practice through

reaction, learning, behaviour/transfer, and results). To show direct impact on

organizational goals, data must at least evidence behavioural transfer (i.e., that learning is being applied on the job) and
connect to operational metrics. Of the options given, measuring how long it took trainees to apply what they learned on
the job captures a concrete transfer metric that can be linked to time-to-productivity, cycle time, error rates, or other

organizational performance indicators—allowing the training function to argue causation or contribution to goals.

By contrast, confidence (B) and trainer performance (C) are reaction/learning indicators, and perceived supervisor

support (D) is a transfer enabler rather than evidence of impact. HRPA competencies emphasize using post-training

performance and transfer measures to demonstrate value and alignment with organizational outcomes.

Question: 74

A health and safety training development process begins with which of the following activities?

A. Choosing a training method




B. Selecting an evaluation design
C. Conducting a needs analysis

D. Developing a training objective

Answer: C
Explanation:

In the Health, Wellness, and Safe Workplace domain, HRPA directs practitioners to begin any safety training initiative
with a needs analysis to identify statutory requirements, hazard-specific risks, job/task demands, and participant
characteristics. The HRPA Study Guide outlines the OHS training cycle as starting with analysis of requirements and risks
(needs analysis), which then informs clear training objectives, appropriate methods, and evaluation design. Beginning

with needs analysis ensures training content addresses actual hazards and compliance obligations (e.g., role-specific

risks, controls, safe operating procedures) and supports due diligence under applicable OHS legislation.

Thus, conducting a needs analysis is the correct starting point; objectives (D), methods (A), and evaluation (B)

follow from what the analysis uncovers.

Question: 75

Which of the following employee teams would management form to immediately solve a major problem?
A. Projectteam
B. Cross-functional team

C. Taskforce

D. Process improvement team

Answer: C
Explanation:

The HRPA Study Guide (Organizational Effectiveness content) distinguishes common team structures:
Project teams deliver a defined output over a scheduled timeline.

Cross-functional teams combine diverse functions for ongoing coordination or projects.

Process improvement teams (e.g., quality circles/Kaizen) focus on continuous, incremental improvements.

Task forces are temporary, ad hoc teams formed to address urgent, high-priority problems requiring rapid diagnosis

and resolution, disbanding once the issue is resolved.

Given the need to immediately solve a major problem, the appropriate structure is a task force.




Reference to HRPA frameworks and guidance documents or Study Guide (no external links):

HRPA Competency Framework — Learning and Development: needs assessment; evaluation of learning and

transfer; aligning learning with organizational goals.

HRPA Study Guide — Training Needs Assessment (organizational, task, person analysis); Training Evaluation

(behaviour/transfer and results); OHS Training Cycle (begin with needs analysis);

Organizational Effectiveness (team types, including task forces).

Question: 76

Which of the following best describes a critical outcome of an effective HR workplan during organizational change?
A. Decreased employee turnover

B. Enhanced employee engagement




C. Reduced workload for the HR department

D. Improved financial performance

Answer: B
Explanation:

The HRPA Professional Competency Framework places maintaining and strengthening employee engagement at the
centre of HR’s role in change. Within the Organizational Effectiveness / Change Management competencies, HR is
expected to plan and execute people-focused activities (communication, involvement, feedback loops, leadership
alignment, and support mechanisms) that sustain commitment and engagement during transitions. Engagement is

treated as a leading indicator that predicts downstream outcomes such as retention and performance.

Why not A, C, or D? Reduced turnover and improved financial performance are important but are lagging outcomes

influenced by multiple external factors; they are not the primary or most immediate people outcome of an HR change

workplan. “Reduced workload for HR” is not an organizational change objective.
Reference (HRPA):

Professional Competency Framework — Organizational Effectiveness (Change Management): HR plans and implements

strategies that sustain employee commitment and engagement during change.

HRPA Study Guide — Change Management: engagement as a leading measure and critical outcome of HR-led

change activities.

Question: 77

Why is it more cost effective for employers to purchase dental coverage than for employees to do so individually?
A. Dividends

B. Economies of scale

c. Utility

D. Indexation

Answer: B
Explanation:

Under the Total Rewards competencies of the HRPA Professional Competency Framework, HR professionals are
required to design and administer group benefits that balance value and cost. Group benefit plans leverage risk pooling

and economies of scale: the larger the insured group, the lower the per-member administrative load and risk premium,




which translates into lower average cost than individually purchased coverage.

Why not A, C, or D? “Dividends” are not a defining feature of dental plans; “utility” is an economics concept, not a
pricing mechanism; and “indexation” refers to benefit adjustments (e.g., to inflation), not to why group dental

coverage costs less.

Reference (HRPA):

Professional Competency Framework — Total Rewards (Group Benefits): apply principles of risk pooling and

economies of scale in benefits design.

HRPA Study Guide — Group Insurance Fundamentals: group purchasing reduces unit costs compared to individual

insurance.

Question: 78

Which of the following statements best describes a characteristic of grievance mediation?
A. Itis more formal than arbitration

B. Itisan involuntary process

C. Decisions are binding

D. A neutral third party examines the grievance

Answer: D
Explanation:

In the Labour and Employee Relations domain, the HRPA Professional Competency Framework highlights the use of
alternative dispute resolution (ADR) methods, including mediation, to resolve grievances efficiently. Mediation is
characterized by the involvement of a neutral third party who facilitates discussions, explores interests, and helps the

parties reach a mutually acceptable resolution. It is voluntary and non-binding unless the parties reach and sign a

settlement. It is also less formal than arbitration.

Therefore: Option D correctly states a defining characteristic. Option A is incorrect (mediation is less

formal), Option B is incorrect (participation is voluntary), and Option C is incorrect (mediators do not impose binding

decisions; arbitrators do).
Reference (HRPA):

Professional Competency Framework — Labour & Employee Relations (Dispute Resolution/ADR): knowledge of mediation




as a voluntary, non-binding process led by a neutral facilitator.

HRPA Study Guide — Grievance Procedures and ADR: contrasts mediation with arbitration regarding formality and

binding outcomes.

Question: 79

Use of safety awareness programs, preventive maintenance, and the development of policies and training modules for

unique situations such as confined space entry are examples of which form of risk control?

A. Administrative
B. Elimination
C. Substitution

D. Engineering

Answer: A
Explanation:

The HRPA Professional Competency Framework (Health, Wellness, and Safe Workplace) requires HR to apply the
hierarchy of controls when managing Occupational Health & Safety risks. Administrative controls include policies and

procedures, training and awareness programs, safe work practices, and preventive maintenance schedules—all aimed

at reducing exposure by managing how work is performed.

Why not B, C, or D? Elimination and Substitution remove or replace the hazard, while Engineering controls isolate

people from the hazard through physical design changes (e.g., guards, ventilation). The examples given (awareness

programs, maintenance, policies, training) are classic administrative measures.
Reference (HRPA):

Professional Competency Framework — Health, Wellness, and Safe Workplace: apply the hierarchy of controls and

implement administrative controls (procedures, training, maintenance).

HRPA Study Guide — Occupational Health & Safety: administrative controls include policies, training, safe-work

procedures, and preventive maintenance.

Question: 80

Which of the following statements describes the organizational beliefs that are intended to govern employees'

behaviour?




A. Mission

B. Vision
C. Value
D. Strategy
Answer: C
Explanation:

Within the Strategy and Organizational Effectiveness domains of the HRPA Professional Competency Framework, HR is
expected to ensure that core organizational elements—mission (purpose), vision (desired future state), values
(principles and beliefs that guide behaviour), and strategy (choices and plans to achieve objectives)—are clearly defined
and aligned. “Values” articulate the organization’s beliefs and the expected standards of conduct; they are intended to
guide and govern day-to-day employee behaviour and decision-making. Mission describes why the organization exists,

vision describes where it aims to be, and strategy is the plan to get there; none of these substitute for the

behavioural guidance provided by values.

Reference: HRPA Professional Competency Framework (Strategy; Organizational Effectiveness)— competencies on
aligning mission, vision, values, culture, and strategy; HRPA Study Guide— definitions and distinctions among

mission, vision, values, and strategy.

Question: 81

How can organizations maximize exposure when communicating employee benefits?
A. Use print media
B. Use multiple media

C. Use social media

D. Use the HR Information System

Answer: B
Explanation:

The Total Rewards competencies in the HRPA Professional Competency Framework emphasize effective communication
to ensure employees understand and value their rewards. Best practice is to use a multi-channel approach—e.g., digital
platforms, manager toolkits, town halls, intranet/HRIS, email, print, and on-demand resources—so messages are

reinforced and accessible to diverse employee groups. Relying on a single channel (print only, social only, or HRIS only)




limits reach and comprehension. Using multiple media maximizes exposure, frequency, and clarity and supports

informed employee decisions about benefits.

Reference: HRPA Professional Competency Framework (Total Rewards—communication and governance of reward

programs); HRPA Study Guide—Total Rewards communication planning and multi-channel strategies.

Question: 82

Which stage of the grievance process promotes proactive communication between the manager and the employee

to resolve a complaint?

A. Mediation stage

B. Third-party assistance stage
C. Informal stage

D. Formal stage

Answer: C
Explanation:

The HRPA Labour and Employee Relations competencies require HR to design and administer fair and effective dispute-
resolution processes, emphasizing early, direct problem solving. In the grievance continuum, the informal stage is
intended to resolve issues promptly through open dialogue between the employee and the supervisor before formal
written steps or third-party processes are triggered. This stage promotes proactive communication, preserves

relationships, and reduces escalation. Mediation or third-party involvement and formal written stages occur later if

informal resolution is unsuccessful.

Reference: HRPA Professional Competency Framework (Labour and Employee Relations—grievance handling and dispute

resolution); HRPA Study Guide—grievance procedure stages and emphasis on early, informal resolution.

Question: 83

What is the purpose of the management rights article in a collective agreement?
A. It gives management the right to determine the length of the collective agreement
B. It gives management more power in the event of arbitration

C. It gives management more control and flexibility over items such as job seniority




D. It gives management the right to manage the organization, unless stated otherwise

Answer: D
Explanation:

HRPA'’s Labour and Employee Relations guidance explains that collective agreements commonly include a management
rights clause, which reserves to the employer the inherent right to manage and direct the enterprise—such as
organizing work, assigning duties, and setting operational policies—except to the extent that such rights are limited by

the specific terms of the collective agreement or applicable law. It does not, by itself, determine agreement length

(which is negotiated), confer special advantage at arbitration, or unilaterally change seniority provisions (which are

governed by explicit clauses).

Reference: HRPA Professional Competency Framework (Labour and Employee Relations—collective agreement

interpretation and administration); HRPA Study Guide—management rights clauses and their limits within collective

bargaining agreements.

Question: 84

What is the term for an employee leaving an organization to pursue other development activities and later

returning to their job?
A. Outplacement
B. Career plateau

C. Job progression
D. Sabbatical

Answer: D
Explanation:

Within HRPA’s Learning and Development and Talent Management coverage, planned career development practices
include employer-approved leaves that support growth and renewal. A sabbatical is an employer-sanctioned leave of
absence for development, education, research, or personal renewal, with the intention of returning to the role or

employer after the defined period. This aligns with HR’s responsibility to design and communicate development options

that retain talent and build capability.
Outplacement supports employees exiting the organization and does not presume a return.
Career plateau describes stalled advancement, not a development leave.

Job progression is internal movement/growth, not a temporary departure.




Reference (HRPA Framework/Study Guide):

HRPA Professional Competency Framework — Learning and Development (career development options; structured

development activities).

HRPA Study Guide — Talent Management and Career Development (planned development leaves/sabbaticals as
retention and development tools).

Question: 85

Which of the following workplace accommodations involves assigning light duties and increasing job demands slowly

until the employee is performing the full requirements of the pre-injury job?

A. Work trials
B. Gradual work exposure
C. Light-duty work

D. Support and sheltered work

Answer: B
Explanation:

HRPA’s health and safety/return-to-work guidance describes gradual work exposure (graded/gradual return to work) as

a structured accommodation in which an injured or ill employee is provided temporary light or modified duties and

progressively increased hours or demands until the worker can meet the full pre-injury job requirements.

Light-duty work (C) is typically static modified work without the planned, step-up progression to full duties.

Work trials (A) test suitability/ability, not necessarily a graduated build to full demands.

Support and sheltered work (D) refers to specially supported roles that may remain permanently modified.

Reference (HRPA Framework/Study Guide):

HRPA Professional Competency Framework — Health, Wellness, and Safe Workplace (accommodation and return-to-

work planning).

HRPA Study Guide — Disability Management/Return-to-Work (modified duties and graduated return- to-work pIans).

Question: 86

At which step of the HR development planning process is an organization responsible for identifying, in collaboration




with the employee, resources that are needed for the employee to reach their goals?
A. Goal-setting
B. Action planning

C. Reality check

D. Self-assessment

Answer: B
Explanation:

HRPA'’s Learning and Development process model sets out an integrated sequence: self-assessment - reality check -
goal-setting = action planning. In action planning, the employee and organization specify the concrete steps, supports,

and resources (e.g., courses, coaching, stretch assignments, time, budget) required to achieve agreed development

goals, along with timelines and accountabilities.
Self-assessment identifies interests/strengths.

Reality check confirms organizational opportunities/constraints.
Goal-setting defines targets; it does not operationalize resources.

Reference (HRPA Framework/Study Guide):

HRPA Professional Competency Framework — Learning and Development (planning and evaluation of development

activities).

HRPA Study Guide — Career Development Planning (four-step model and the purpose of action pIanning).

Question: 87

An organization has 20 separations during a month, with an average of 500 employees throughout the month. What

was the organization's turnover rate?

A. 25%
B. 96%
C. 4%

D. 2%




Answer: C
Explanation:

HRPA’s metrics and analytics guidance defines employee turnover rate for a period as:

(Number of separations during the period + Average number of employees during the period) x 100.
Applying the formula: 20 + 500 = 0.04; 0.04 x 100 = 4%.

Reference (HRPA Framework/Study Guide):

HRPA Professional Competency Framework — Reporting and Financial Management (selection and calculation of HR

metrics).

HRPA Study Guide — HR Metrics and Analytics (turnover rate definition and calculation).

Question: 88

Which of the following HR forecasting tools assists management in reviewing summarized information about the

capabilities of current employees?
A. Markov analyses

B. Succession plans

C. Skillsinventories

D. Replacement summaries

Answer: C
Explanation:

Within HRPA’s Workforce Planning content, internal supply forecasting relies on maintaining skills (or qualifications)
inventories that “summarize employees’ education, experience, competencies, certifications, and special skills so

management can assess current capability and identify gaps.” These inventories give a consolidated view of what the

workforce can do today, supporting deployment, development, and succession mapping.

Markov analyses (A) project movement/flow probabilities between job states; they do not summarize individual
capabilities.

Succession plans (B) map readiness for specific roles rather than cataloguing organization-wide capabilities.

Replacement summaries/charts (D) provide quick snapshots of potential backfills for key roles, not a comprehensive

capability inventory.




Relevant HRPA references (no external links):

HRPA Study Guide — Workforce Planning: Internal Supply Analysis; Skills/Qualifications Inventories.

HRPA Competency Framework — Workforce Planning: “collect and analyze workforce capability data to inform

forecasting and planning.”

Question: 89

Which of the following questions is relevant to auditing recruitment and selection practices?

A. s consideration given to employee performance when choosing a selection tool?

B. Are employees satisfied with their job roles after recruitment and selection?
C. s the selection process consistently administered?

D. Is the cost of recruitment within budget?

Answer: C
Explanation:

HRPA’s guidance on recruitment and selection emphasizes standardization and consistency to ensure fairness, legal
defensibility, and validity. Auditing R&S practices includes confirming that “selection steps are administered
consistently across candidates, jobs, and time,” alongside checks for documentation, reliability/validity evidence, and

compliance with human rights legislation.

(A) touches criterion validity, but an audit question first verifies consistent administration before method choice.
(B) job satisfaction is a distal outcome and not a core audit control for selection practice.

(D) budget adherence is a financial audit metric, not a process integrity check for selection practice.

Relevant HRPA references (no external links):

HRPA Study Guide — Staffing/Selection: Standardization, Reliability, Validity, and Process Auditing.

HRPA Competency Framework — Talent Acquisition: “apply fair, consistent, and compliant selection processes.”

Question: 90

An employee who increases their smoking, use of alcohol, or reliance on psychotherapeutic drugs during periods of




increased stress is most likely showing which type of strain?
A. Psychological
B. Physical

C. Organizational

D. Behavioural

Answer: D
Explanation:

In HRPA’s Health, Wellness, and Safe Workplace content on occupational stress, strain reactions are grouped as

psychological (e.g., anxiety, depression), physical/physiological (e.g., headaches, hypertension), and behavioural (e.g.,
increased smoking, alcohol/drug use, absenteeism). Substance use as a coping response is expressly identified

as a behavioural strain indicator.

Relevant HRPA references (no external links):
HRPA Study Guide — Occupational Stress and Strain: behavioural, psychological, and physiological strain categories.

HRPA Competency Framework — Health, Safety & Wellness: “identify and address factors contributing to stress and

unhealthy coping behaviours.”

Question: 91

What are the 2 overall negative effects of using interest arbitration as a substitute for the right to strike?
A. Substitution and income effects

B. Monopoly and shock effects

C. Chilling and dependency effects

D. Voice and threat effects

Answer: C
Explanation:

HRPA’s Labour Relations materials note that when interest arbitration replaces the right to strike, two well-

documented negative effects can occur:

Chilling effect — parties bargain less earnestly, anticipating an arbitrator will impose a settlement.




Dependency (narcotic) effect — parties become reliant on arbitration over time, weakening direct bargaining

capacity.

These are highlighted as systemic drawbacks when arbitration is used as a substitute rather than a last resort.
Relevant HRPA references (no external links):

HRPA Study Guide — Labour Relations: Interest Arbitration; “chilling” and “dependency/narcotic” effects.

HRPA Competency Framework — Labour & Employee Relations: “explain dispute resolution mechanisms and their

impacts on bargaining behaviour.”

Question: 92

Which of the following assessments is included when reporting on the operational effectiveness of human capital

investments?

A. How human capital processes improved the accuracy and timeliness of reporting the quarterly financial results
B. How human capital interventions improved the quality and frequency of on-time deliveries

C. How human capital investments improved the net value of specific HR training initiatives

D. How human capital management principles were integrated into strategic workforce planning changes

Answer: B
Explanation:

Within the HRPA Professional Competency Framework’s Reporting and Financial Management domain, HR
professionals are expected to link human capital investments to operational outcomes and to “translate HR activities
into measures that reflect operational performance (productivity, quality, timeliness, service levels).” Reporting on on-

time deliveries and quality directly evidences how people practices affect day-to-day operations and process

reliability—core indicators of operational effectiveness.

Option A focuses on the efficiency of financial reporting processes, not the organization’s operating performance.
Option Cis an ROI/valuation view of an HR program (important, but that is financial effectiveness, not operational).
Option D speaks to governance/alignment in strategy design rather than an operational performance result.
Reference (HRPA):

Professional Competency Framework — Reporting and Financial Management: measuring and reporting how HR

investments impact operational KPIs (productivity, quality, timeliness, service).

HRPA Study Guide — HR Metrics and Analytics: connecting human capital interventions to business operations (e.g.,




defect rates, cycle time, on-time delivery).

Question: 93

Which of the following total rewards elements most directly increases productivity?
A. Employee and organization matching stock ownership awards

B. Salary range structure promotion differentials

C. Flexible benefit spending account coverage

D. Incentive-based plans with individual and/or organization-wide performance measures

Answer: D
Explanation:

The HRPA Professional Competency Framework under Total Rewards requires HR to design pay programs that reinforce
desired performance outcomes. Incentive-based plans that tie rewards to individual and/or enterprise performance

measures create a clear line of sight between effort and reward, which is identified in HRPA guidance as the

compensation lever that most directly drives productivity and results.
Stock ownership (A) strengthens long-term alignment but is an indirect productivity driver.
Promotion differentials (B) relate to career progression and market structure, not day-to-day output.

Flexible benefits (C) support attraction and wellbeing, not direct productivity linkage.

Reference (HRPA):

Professional Competency Framework — Total Rewards: aligning variable pay with measurable performance to

influence productivity.

HRPA Study Guide — Compensation: pay-for-performance plans as primary mechanisms to drive output and results.

Question: 94

Which of the following describes a mechanism to increase employee engagement by sharing the

organization's earnings at the end of the year?

A. Production bonuses




B. Stock option plan
C. Gain-sharing plan

D. Profit-sharing plan

Answer: D
Explanation:

HRPA'’s Total Rewards guidance differentiates shared-success plans by what is being shared. Profitsharing distributes a

portion of the organization’s profits/earnings, often on an annual basis, to employees—explicitly connecting employee

contribution to year-end organizational results and thereby supporting engagement.

Production bonuses reward output levels, not earnings.

Stock options provide a right to purchase shares and are tied to market value appreciation, not necessarily current-

year earnings distribution.

Gain-sharing shares productivity or cost-saving gains (unit/department level), not overall profits.
Reference (HRPA):

Professional Competency Framework — Total Rewards: distinguishing profit-sharing from gainsharing and output

bonuses.

HRPA Study Guide — Variable Pay: definitions and purposes of profit-sharing versus gain-sharing.

Question: 95

Which ethical value described in HRPA's Code of Ethics and Rules of Professional Conduct is an HR professional focused

on when they promote and create opportunities to ensure inclusion for everyone in the workplace?
A. Equity and fairness
B. Respect

C. Trustworthiness

D. Professionalism

Answer: A
Explanation:




The HRPA Code of Ethics and Rules of Professional Conduct sets out core values guiding HR practice. In promoting
inclusion and creating opportunities so that everyone can participate and succeed, the HR professional is acting under

the value of Equity and Fairness, which calls for impartial treatment, removal of systemic barriers, and decisions that

advance inclusive access to opportunities, development, and advancement.

Respect emphasizes dignity, civility, and privacy in interactions.

Trustworthiness emphasizes honesty, candour, and integrity.

Professionalism refers to competence, due care, and adherence to professional standards.

While all apply, ensuring inclusion through equitable access most directly aligns with Equity and Fairness.

Reference (HRPA):

HRPA Code of Ethics and Rules of Professional Conduct — Values: Equity and Fairness (commitment to impartiality

and inclusive opportunity).

HRPA Study Guide — Professional Practice and Ethics: applying equity principles to inclusive workplace practices.

Question: 96

An organization hires 100 sales employees, with an employee requirement ratio of 20 (i.e., $20,000 per employee). The
organization predicts that the total dollar value of sales will not change this year. If the organization wants to increase
its employee requirement ratio to 25 (i.e., $25,000 per employee), how many sales employees should be laid
off?

A. 20
B. 18
c. 22
D. 16
Answer: A
Explanation:

HR planning uses productivity or “employee requirement” ratios (e.g., revenue per employee) to set staffing levels

aligned with output targets. With sales held constant, the required headcount is calculated as:
Total sales + Target dollars per employee.

Current total sales = 100 employees x $20,000 = $2,000,000.

Required employees at $25,000 per employee = $2,000,000 + $25,000 = 80.

Layoffs needed = 100 - 80 = 20.




This application reflects HRPA guidance on quantitative staffing techniques and ratio analysis to rightsize headcount

while maintaining output.

Reference (HRPA): Professional Competency Framework—Workforce Planning and Talent Management (use of
forecasting techniques and ratio analysis); HRPA Study Guide—quantitative workforce planning (productivity ratios and

headcount calculations).

Question: 97

What is the first thing an employer should do to minimize damage to morale when pay cuts are unavoidable?
A. Ensure the planned cuts are spread throughout the organization fairly

B. Provide full information on the crisis and the rationale for the cuts

C. Seek employee input on ways to deal with the crisis

D. Commit to providing future rewards when circumstances permit

Answer: B
Explanation:

HRPA emphasizes transparent communication as the immediate, foundational step in managing difficult total rewards
changes. When reductions are unavoidable, leaders should first provide clear, complete information on the business
situation and the rationale, demonstrating fairness, due process, and respect—critical to sustaining trust and morale.

Equity in application (A), consultation for future options (C), and contingent commitments (D) are important, but they

follow the primary step of forthright communication.

Reference (HRPA): Professional Competency Framework—Total Rewards (communication and change management for

rewards); Strategy and Organizational Effectiveness (transparent leadership communication in change); HRPA Study

Guide—reward change communications and employee relations considerations.

Question: 98

Which major category of workplace stressors is an employee experiencing when they are struggling with work-

family conflict?
A. Role stressors

B. Work scheduling stressors




C. Job content and control stressors

D. Job security and progression stressors

Answer: B
Explanation:

HRPA identifies work scheduling stressors—including hours, shift patterns, and work—family conflict—as a core category
of psychosocial hazards. Difficulties balancing work time demands with family responsibilities are classic scheduling-

related stressors, distinct from role ambiguity/conflict (A), task autonomy and workload design (C), or concerns about

job continuity and career prospects (D).

Reference (HRPA): Professional Competency Framework—Health, Wellness, and Safe Workplace (psychosocial hazard
identification); HRPA Study Guide—categories of workplace stressors and interventions (work—family conflict within

scheduling stressors).

Question: 99

Which of the following is an example of formal learning?
A. Ad hoc problem-solving
B. Searching for expert knowledge on the Internet

C. Structured on-the-job programs

D. Asking co-workers for help with an ongoing daily task

Answer: C
Explanation:

The HRPA Learning and Development taxonomy distinguishes formal learning (planned objectives, structured content,
defined roles, and assessment) from informal learning (spontaneous, selfdirected, social). Structured on-the-job

programs (e.g., planned rotations, apprenticeships, or SOP- based training with coaching and evaluation) meet formal

criteria. Ad hoc problem-solving, internet searching, and casual peer assistance (A, B, D) are informal.

Reference (HRPA): Professional Competency Framework—Learning and Development (design and delivery of formal
learning, on-the-job training structures); HRPA Study Guide—formal vs. informal learning definitions and

examples.




Question: 100

Which of the following is most likely to add more tasks to a job?
A. Jobsharing

B. Jobenlargement

C. Jobenrichment

D. Jobgrading

Answer: B
Explanation:

Within HRPA’s Job Design content, job enlargement is defined as the horizontal expansion of a job— adding a greater
number and variety of tasks at the same level of responsibility. By contrast, job enrichment increases depth (autonomy,

responsibility, decision authority), job sharing divides one full-time job between two people, and job

grading/classification groups jobs into classes for pay structure purposes rather than changing task content.

Relevant HRPA references (no external links):

HRPA Study Guide — Organizational Effectiveness: Job Design (job enlargement vs. enrichment), Job Sharing, Job

Classification.

HRPA Competency Framework — Organizational Effectiveness: design and redesign of jobs to improve efficiency and

motivation.

Question: 101

According to the exit-voice-loyalty-neglect framework, an employee who demonstrates higher-than- normal

absenteeism, lateness, or reduced work effort is engaging in which type of response to job dissatisfaction?

A. Voice
B. Exit
C. Neglect
D. Loyalty
Answer: C
Explanation:

HRPA'’s coverage of employee attitudes and behaviours (EVLN model) classifies responses to dissatisfaction as Exit,

Voice, Loyalty, and Neglect. Neglect is characterized by withdrawal and reduced effort, commonly observed as




increased absenteeism, tardiness, errors, and lower performance. Exit involves leaving the organization; Voice involves

actively attempting change; Loyalty is passive optimism while waiting for improvement.
Relevant HRPA references (no external links):

HRPA Study Guide — Organizational Behaviour: Job Satisfaction and the EVLN model.

HRPA Competency Framework — Organizational Effectiveness: diagnosing employee engagement and withdrawal

behaviours.

Question: 102

Which of the following describes the informal, unstructured network in which communication flows among

employees?

A. Social networking
B. Grapevine

C. Groupthink

D. Instant messaging

Answer: B
Explanation:

The HRPA Study Guide identifies the grapevine as the informal, unstructured communication network that operates
alongside formal channels, transmitting information rapidly through employee connections. Groupthink is a decision-
making pitfall, social networking is a broader concept/platform use, and instant messaging is a tool rather than a

network type.
Relevant HRPA references (no external links):

HRPA Study Guide — Communication in Organizations: formal vs. informal channels; the grapevine.

HRPA Competency Framework — Organizational Effectiveness: facilitating effective communication systems.

Question: 103

The HR scorecard primarily helps an organization to do what?




A. Track the number of employees joining and leaving the organization each month.
B. Assess the profitability of individual business units.
C. Link human capital metrics with business strategy and performance.

D. Evaluate the effectiveness of the organization's internal training programs.

Answer: C
Explanation:

HRPA positions the HR (or human capital) scorecard as a strategy-aligned measurement system that links HR
deliverables and workforce capabilities to organizational strategy and performance outcomes. While turnover counts
(A) and training evaluations (D) can be components, the distinguishing purpose of the HR scorecard is strategic
alignment—translating strategy into HR metrics and demonstrating HR’s impact on business results. Profitability by

business unit (B) is a finance/controllership analysis rather than the HR scorecard’s core function.

Relevant HRPA references (no external links):

HRPA Study Guide — HR Metrics, Analytics, and the HR Scorecard: aligning HR measures with strategy and outcomes.

HRPA Competency Framework — Reporting & Financial Management: using metrics to demonstrate HR’s

contribution to organizational performance.

Question: 104

Which of the following training delivery methods is most effective when the training involves high- risk hazards?

A. Jobinstruction
B. Lecture
C. Discussion

D. Simulation

Answer: D
Explanation:

HRPA’s Learning & Development and Health & Safety guidance emphasize that when skills involve high-risk tasks or
hazardous conditions, simulation is preferred because it replicates critical elements of the job in a controlled

environment, allowing practice without exposing learners to real danger. Job instruction/on-the-job training may be




unsafe for high-risk scenarios, while lecture and discussion are low-fidelity methods that build knowledge but do not

provide safe, practical skill rehearsal for hazardous tasks.
Relevant HRPA references (no external links):

HRPA Study Guide — Training Methods: experiential methods and simulations for safety-critical skills; matching
method to risk and learning objectives.

HRPA Competency Framework — Learning & Development and Health, Wellness & Safe Workplace: selecting delivery

methods that ensure competence and safety in high-risk work.

Question: 105

Which of the following is most likely to add more tasks to a job?
A. Job sharing

B. Jobenlargement

C. Jobenrichment

D. Jobgrading

Answer: B
Explanation:

Within HRPA’s Job Design content, job enlargement is defined as the horizontal expansion of a job— adding a greater
number and variety of tasks at the same level of responsibility. By contrast, job enrichment increases depth (autonomy,

responsibility, decision authority), job sharing divides one full-time job between two people, and job

grading/classification groups jobs into classes for pay structure purposes rather than changing task content.
Relevant HRPA references (no external links):

HRPA Study Guide — Organizational Effectiveness: Job Design (job enlargement vs. enrichment), Job Sharing, Job
Classification.

HRPA Competency Framework — Organizational Effectiveness: design and redesign of jobs to improve efficiency and

motivation.

Question: 106

According to the exit-voice-loyalty-neglect framework, an employee who demonstrates higher-than- normal

absenteeism, lateness, or reduced work effort is engaging in which type of response to job dissatisfaction?




A. Voice

B. Exit
C. Neglect
D. Loyalty
Answer: C
Explanation:

HRPA'’s coverage of employee attitudes and behaviours (EVLN model) classifies responses to

dissatisfaction as Exit, Voice, Loyalty, and Neglect. Neglect is characterized by withdrawal and reduced effort,

commonly observed as increased absenteeism, tardiness, errors, and lower performance. Exit involves leaving the
organization; Voice involves actively attempting change; Loyalty is passive optimism while waiting for

improvement.
Relevant HRPA references (no external links):

HRPA Study Guide — Organizational Behaviour: Job Satisfaction and the EVLN model.

HRPA Competency Framework — Organizational Effectiveness: diagnosing employee engagement and withdrawal

behaviours.

Question: 107

Which of the following describes the informal, unstructured network in which communication flows among

employees?

A. Social networking
B. Grapevine

C. Groupthink

D. Instant messaging

Answer: B
Explanation:

The HRPA Study Guide identifies the grapevine as the informal, unstructured communication network that operates




alongside formal channels, transmitting information rapidly through employee connections. Groupthink is a decision-
making pitfall, social networking is a broader concept/platform use, and instant messaging is a tool rather than a

network type.
Relevant HRPA references (no external links):

HRPA Study Guide — Communication in Organizations: formal vs. informal channels; the grapevine.

HRPA Competency Framework — Organizational Effectiveness: facilitating effective communication systems.

Question: 108

The HR scorecard primarily helps an organization to do what?

A. Track the number of employees joining and leaving the organization each month.
B. Assess the profitability of individual business units.

C. Link human capital metrics with business strategy and performance.

D. Evaluate the effectiveness of the organization's internal training programs.

Answer: C
Explanation:

HRPA positions the HR (or human capital) scorecard as a strategy-aligned measurement system that links HR
deliverables and workforce capabilities to organizational strategy and performance outcomes. While turnover counts
(A) and training evaluations (D) can be components, the distinguishing purpose of the HR scorecard is strategic
alignment—translating strategy into HR metrics and demonstrating HR’s impact on business results. Profitability by

business unit (B) is a finance/controllership analysis rather than the HR scorecard’s core function.

Relevant HRPA references (no external links):
HRPA Study Guide — HR Metrics, Analytics, and the HR Scorecard: aligning HR measures with strategy and outcomes.

HRPA Competency Framework — Reporting & Financial Management: using metrics to demonstrate HR’s

contribution to organizational performance.

Question: 109

Which of the following training delivery methods is most effective when the training involves high- risk hazards?

A. Jobinstruction

B. Lecture




C. Discussion

D. Simulation

Answer: D

Explanation:

HRPA’s Learning & Development and Health & Safety guidance emphasize that when skills involve high-risk tasks or
hazardous conditions, simulation is preferred because it replicates critical elements of the job in a controlled
environment, allowing practice without exposing learners to real danger. Job instruction/on-the-job training may be

unsafe for high-risk scenarios, while lecture and discussion are low-fidelity methods that build knowledge but do not

provide safe, practical skill rehearsal for hazardous tasks.
Relevant HRPA references (no external links):

HRPA Study Guide — Training Methods: experiential methods and simulations for safety-critical skills; matching

method to risk and learning objectives.

HRPA Competency Framework — Learning & Development and Health, Wellness & Safe Workplace: selecting delivery

methods that ensure competence and safety in high-risk work.

Question: 110

Which of the following employee characteristics is most likely to enhance retention?
A. High self-esteem

B. High organizational socialization

C. High emotional intelligence

D. High organizational commitment

Answer: D
Explanation:

HRPA’s competency expectations for Workforce Planning and Talent Management emphasize retaining key talent by
strengthening employees’ commitment to the organization—particularly affective commitment—which is consistently
associated with lower turnover intention and higher retention. While self-esteem, socialization, and emotional
intelligence can support adjustment and performance, organizational commitment is the direct attitudinal predictor of

staying with the employer and is the outcome HR programs seek to build through onboarding, development,

recognition, and career paths.




Relevant Framework Reference: HRPA Professional Competency Framework — Workforce Planning & Talent

Management (design and evaluate initiatives to strengthen engagement and commitment to




reduce turnover); HRPA Study Guide — Retention (organizational commitment as the strongest attitudinal predictor

of retention).

Question: 111

Which of the following is a compensation cost indicator?

A. Average employee earnings as a percentage of revenue.
B. Voluntary and involuntary turnover rates.

C. Number of days absent from work.

D. Number of errors relative to on-time delivery.

Answer: A
Explanation:

Within HRPA’s Reporting and Financial Management competencies, HR is expected to track and report cost-focused
metrics that link people expenses to organizational results. Average employee earnings as a percentage of revenue is a
classic compensation cost indicator (also referred to as compensation-to-revenue or payroll-to-revenue ratio). By

contrast, turnover (B) is a talent/retention indicator, absenteeism (C) is a attendance/health metric, and errors/on-time

delivery (D) are operational quality/timeliness indicators.

Relevant Framework Reference: HRPA Professional Competency Framework — Reporting & Financial Management
(develop and interpret cost metrics, including compensation cost ratios); HRPA Study Guide — HR Metrics and Analytics

(cost efficiency indicators such as payroll-to-revenue).

Question: 112

What is the role of the Canadian Human Rights Tribunal?

A. Toreview evidence and determine whether discriminatory practices occurred
B. To develop and conduct education and prevention programs

C. To administer and enforce the Employment Equity Act

D. To investigate and refer allegations of discrimination




Answer: A
Explanation:

HRPA’s employment law content distinguishes between federal human rights bodies: the Canadian Human Rights
Commission (CHRC) and the Canadian Human Rights Tribunal (CHRT). The CHRC investigates and may refer cases; the
Tribunal is an adjudicative body that hears evidence and decides whether a discriminatory practice occurred and orders
appropriate remedies. Education and prevention (B) are CHRC functions; Employment Equity Act administration (C) is

not the Tribunal’s adjudicative role; investigation and referral (D) are CHRC responsibilities.

Relevant Framework Reference: HRPA Study Guide — Labour & Employment Law (federal human rights system roles:

CHRC investigation/settlement; CHRT adjudication and remedies).

Question: 113

Which type of private pension plan should an organization offer if it needs a simple plan that minimizes the

organization's financial risk?

A. Registered Retirement Savings Plan
B. Defined contribution plan

C. Defined benefit plan

D. Canada Pension Plan

Answer: B
Explanation:

HRPA'’s Total Rewards guidance explains that in a defined contribution (DC) plan, the employer’s obligation is limited to
a specified contribution, and investment/return risk rests with the member, which minimizes the organization’s
financial risk and makes administration comparatively simpler than a defined benefit plan. A DB plan (C) places funding
and longevity/investment risk on the employer. RRSPs (A) are savings vehicles (often offered as group RRSPs) but are

not registered pension plans; CPP (D) is a public statutory plan, not an employer private pension plan.

Relevant Framework Reference: HRPA Professional Competency Framework — Total Rewards (design and governance
of retirement programs; risk and cost implications of DC vs. DB); HRPA Study Guide — Retirement and Savings Plans

(employer risk profiles and administrative simplicity of DC plans).

Question: 114

Which of the following team-based interventions can effectively reduce the effects of social loafing?

A. Increasing the team's size.




B. Using anonymous peer evaluations.
C. Communicating clear individual accountability.

D. Conducting regular team-building activities.

Answer: C
Explanation:

Within the HRPA Professional Competency Framework (Organizational Effectiveness), HR is expected to design team
structures and practices that clarify roles, responsibilities, and performance expectations to improve collaboration and
outcomes. Establishing clear individual accountability— explicit goals, role clarity, and measurable individual
contributions within team objectives—reduces social loafing by making effort and results visible and attributable.
Increasing team size (A) typically exacerbates diffusion of responsibility; anonymous peer evaluations (B) provide

limited preventive effect; general team-building (D) can support cohesion but does not by itself ensure accountable

contribution.

Relevant Framework Reference (HRPA): Professional Competency Framework—Organizational Effectiveness (role

clarity, performance accountability, team effectiveness); HRPA Study Guide—team design, accountability

mechanisms, and mitigation of social loafing.

Question: 115

What is the first type of data collected when evaluating training and development programs?
A. Reactions

B. Behavioural changes

C. Organizational results

D. Skillsacquired

The first and most immediate level assessed is participant reactions to the training.

Answer: A
Explanation:

HRPA’s Learning and Development competencies reference standard training evaluation models in which the initial
level focuses on participant reactions (e.g., satisfaction, perceived relevance, perceived quality). These data are
collected immediately post-training and inform later levels assessing learning (skills/knowledge), behaviour change, and

organizational results.




Relevant Framework Reference (HRPA): Professional Competency Framework—Learning and Development (evaluation

of learning initiatives); HRPA Study Guide—training evaluation sequence beginning with reaction data.

Question: 116

Which of the following best measures how HR practices support the full scope of an organization's customer

retention strategy?
A. Cost-benefit analysis
B. Balanced scorecard method

C. Customer satisfaction surveys

D. Benchmarking review

Answer: B
Explanation:

The HRPA framework emphasizes using integrated performance frameworks to link HR practices to business outcomes.
A balanced scorecard translates strategy into measures across multiple perspectives—financial, customer, internal
process, and learning & growth—allowing HR to connect capability, culture, and people practices to customer retention
outcomes while monitoring leading and lagging indicators. Cost-benefit analysis (A) is narrow and financial only;

customer satisfaction surveys (C) capture one output dimension; benchmarking (D) compares to others but does not

holistically show strategic cause—effect within the organization.

Relevant Framework Reference (HRPA): Professional Competency Framework—Reporting and Financial Management
and Strategy (strategic measurement systems; balanced scorecard); HRPA Study Guide—HR metrics aligned to

customer and organizational outcomes.

Question: 117

Which of the following types of benchmarking should managers use to determine the best practices of similar

organizations in their industry?

A. Competitive benchmarking

B. Customer information benchmarking
C. Historical benchmarking

D. Functional benchmarking




Answer: A
Explanation:

HRPA distinguishes between competitive benchmarking (comparing with direct competitors in the same industry) and
functional benchmarking (comparing similar processes across different industries). To identify best practices among
similar organizations in the same industry, managers should use competitive benchmarking. Historical (C) compares

with one’s own past, and customer information (B) focuses on customer data rather than peer best practices.

Relevant Framework Reference (HRPA): Professional Competency Framework—Organizational Effectiveness and
Reporting and Financial Management (use of benchmarking to improve processes and outcomes); HRPA Study Guide—

types of benchmarking and appropriate application.

Question: 118

Which of the following market survey sources gives an organization the most control over the quality of the data?
A. Industry groups

B. In-house surveys

0

Compensation consultants

D. Government agencies

Answer: B
Explanation:

Within the Total Rewards domain, the HRPA Professional Competency Framework expects HR practitioners to select
and interpret market-pricing sources and to understand their methodological strengths and limitations. Conducting in-
house surveys provides the greatest control over data quality because HR can define participants, match jobs precisely
to internal roles, specify data cuts (e.g., geography, industry, organization size), and validate the methodology, response

rates, and aging factors. External sources—industry groups (A), consultants (C), and government agencies (D)— are

valuable, but the organization has limited control over job matching, participant mix, and data treatment.

Relevant Framework Reference (HRPA): Total Rewards—market benchmarking and survey-data governance; ensuring

validity, reliability, and appropriate application of compensation survey data.

Question: 119
What is the term for the combined knowledge, skills, and capabilities of an HR professional that add economic

benefit to an organization?




A. Value creation
B. Human capital

C. Sustainability

D. Mentorship

Answer: B
Explanation:

The HRPA Professional Competency Framework defines human capital as the aggregate knowledge, skills, abilities, and
other attributes possessed by individuals that can be deployed to create organizational value. In the HR context, the
competencies and capabilities of HR professionals themselves constitute human capital when applied to improve

outcomes (e.g., talent, culture, performance). “Value creation” (A) describes the outcome, not the underlying stock of

capabilities; “sustainability” (C) is a broader organizational objective; and “mentorship” (D) is a development method,

not the asset itself.

Relevant Framework Reference (HRPA): Professional Practice—role of HR as a strategic asset; definitions of human

capital and its contribution to organizational performance.

Question: 120

An HR leader wants to implement a proactive retention model to reduce the risk of the organization losing key talent.

Which of the following actions would relate most directly to this approach?

A. Monitoring engagement scores and pursuing early interventions for teams or individuals showing declining

satisfaction.
B. Evaluating the effectiveness of various recruitment channels in attracting talent.
C. Assessing the frequency and impact of leadership training sessions across the organization.

D. Analyzing exit interview feedback to understand past reasons for departures.

Answer: A
Explanation:

HRPA’s Workforce Planning and Talent Management competencies emphasize predictive and preventive approaches to
retention—using leading indicators (e.g., engagement, intent-to-stay, workload, manager relations) to trigger early
interventions before resignations occur. Option A aligns directly with proactive retention through ongoing monitoring

and targeted actions.

Recruitment channel evaluation (B) improves attraction, not retention. Training program audits (C) may influence

retention indirectly but are not a targeted, predictive retention control. Exit interview analysis (D) is valuable but




reactive, describing causes after separation rather than preventing it.

Relevant Framework Reference (HRPA): Workforce analytics for retention risk; using engagement and other leading

indicators for proactive talent risk management.

Question: 121

Which of the following HR tools documents information to support administrative decisions related to employee

retention, development, and termination?
A. Workflow analysis

B. Needs assessment

C. Performance management system

D. Position analysis questionnaire

Answer: C
Explanation:

The HRPA framework positions the performance management system as the core mechanism to set expectations,
assess performance, provide feedback, and document development plans and corrective actions. The resulting records

support administrative decisions related to retention (e.g., recognition, progression), development (e.g., learning plans,

coaching), and termination (e.g., performance documentation, due process).

Workflow analysis (A) examines processes, not individual performance records. Needs assessment (B) identifies learning

gaps, but does not comprehensively document performance and corrective actions. A position analysis questionnaire

(D) supports job evaluation and design, not ongoing performance documentation.

Relevant Framework Reference (HRPA): Performance management within Talent Management— documentation

standards, fairness, and due diligence to inform employment decisions.

Answer: C

Explanation:

Question: 122

What is an effective method for employees with similar concerns to meet regularly to share knowledge and experiences

and learn from each other in order to identify new approaches to problem-solving?




A. Knowledge management
B. Informal learning
C. Workplace learning

D. Communities of practice

Answer: D
Explanation:

Within the Learning and Development competency area, the HRPA framework emphasizes collaborative learning
structures that enable employees to share expertise, reflect on practice, and co-create solutions tied to real work.

Communities of practice are formalized peer groups that meet

regularly around a shared domain, facilitating knowledge exchange, problem-solving, and continuous improvement
across functions or roles. While knowledge management (A) refers to systems and processes for capturing and
organizing knowledge, and informal/workplace learning (B/C) describe broader learning that occurs through daily work,

communities of practice (D) specifically denote ongoing, structured peer forums designed to surface insights and

generate new approaches to challenges.

Relevant HRPA references: Learning and Development—design and support of collaborative learning methods;

knowledge sharing mechanisms; facilitation of peer learning groups aligned to organizational goals.

Question: 123
A team leader notices that team members are reluctant to share ideas. Which of the following interventions is most

likely to improve this situation?

A. Reducing the frequency of team meetings.

w

Implementing regular team-building exercises.
C. Increasing performance-based bonuses.

D. Assigning individual tasks instead of group tasks.

Answer: B
Explanation:

The HRPA framework highlights HR’s role in building effective teams, strengthening trust, and fostering open

communication and psychological safety. Regular team-building exercises develop interpersonal trust, clarify norms,




and improve collaboration—key conditions for idea sharing. Reducing meetings (A) can further limit dialogue;
emphasizing bonuses (C) may intensify competition rather than collaboration; shifting to individual tasks (D) reduces

opportunities for joint problem-solving. Team-building directly targets the climate that supports voice and knowledge

sharing, consistent with HRPA’s Organizational Effectiveness competencies on group dynamics and team

performance.

Question: 124

What is the key reason for ensuring that performance appraisal tools are valid?

A. To ensure that employees accept the results
B. To determine compensation rates.
C. To ensure they are legally defensible.

D. To ensure that managers accept the results

Answer: C
Explanation:

HRPA standards stress that all employment practices—especially performance assessment—must be job-related,
reliable, and valid to meet professional and legal requirements. Valid tools evaluate bona fide performance criteria
linked to the role, which is critical for legal defensibility under employment and human rights legislation. While
employee or manager acceptance (A/D) and compensation linkages (B) are important, they are secondary to ensuring

that tools can withstand scrutiny for bias, fairness, and relevance—the central rationale for insisting on validity in

appraisal instruments.

Relevant HRPA references: Professional Practice and Organizational Effectiveness—defensible HR processes; use of

validated, job-related criteria in performance management.

Question: 125

An organization is selecting a training evaluation method. The most important factors for consideration are low cost
and low time commitment. Moderate validity is required. Which of the following evaluation designs is the best
fit?

A. Time series

B. Post-test




C. Soloman Four Group

D. Pretest/post-test

Answer: D
Explanation:

HRPA’s Learning and Development guidance positions evaluation designs along a rigor—cost/time continuum.
Post-test only (B) is lowest cost/time but offers low validity because there is no baseline for comparison.
Solomon Four Group (C) provides the highest validity but is resource-intensive (multiple groups and measures).

Time series (A) requires repeated measures and more time/analysis.

Pretest/post-test (D) balances practicality and rigor by establishing a baseline and follow-up with manageable

cost/time, delivering moderate validity appropriate for the stated constraints.

Relevant HRPA references: Learning and Development—evaluation strategies; matching evaluation design to

resource constraints and required validity.

Question: 126

A leadership assessment identifies that a leader needs to better motivate their team, positively influence task
performance, and strongly affect their team's organizational commitment. What type of leadership training would

best address these desired outcomes?
A. Transactional leadership

B. Leadership emergence

C. Transformational leadership

D. Idealized influence leadership

Answer: C
Explanation:

Within the Learning and Development domain, HRPA materials describe transformational leadership as developing
leaders who elevate followers’ motivation, inspire higher task performance, and build stronger commitment through
vision, inspiration, individualized consideration, and intellectual stimulation. These outcomes—enhanced motivation,
improved performance, and increased organizational commitment—are the hallmark targets of transformational

leadership development.




Transactional leadership focuses on contingent rewards and corrective actions, primarily affecting short-term

compliance, not deeper commitment.

Idealized influence is one facet of transformational leadership, but training limited to a single facet would not fully

address all three outcomes.

Leadership emergence concerns how individuals become recognized as leaders, not how they motivate and drive

commitment once in role.

Relevant HRPA references (no external links):

HRPA Study Guide — Leadership Approaches in L&D: Transformational leadership outcomes (motivation,

performance, commitment).

HRPA Competency Framework — Learning and Development: designing leadership programs that link behaviours to

team and organizational outcomes.

Question: 127

Which of the following is sometimes included on replacement charts but could lead to charges of discrimination?
A. Photos of the potential job successors

B. An assessment of each potential job successor's readiness for the position.

C. Rank ordering of the potential job successors.

D. Current performance ratings of the potential job successors

Answer: A
Explanation:

HRPA guidance on succession and replacement planning warns that including photos on replacement charts can expose

the organization to discrimination claims because visual information may reveal protected characteristics (e.g., age,

race, sex), potentially influencing decisions or creating the appearance of bias.

Readiness assessments (B), rank orders (C), and performance ratings (D) are acceptable when based on job-related,

validated criteria and consistently documented; they support defensible decisionmaking.

Relevant HRPA references (no external links):

HRPA Study Guide — Succession Planning and Replacement Charts: documentation practices and human rights

compliance.




HRPA Competency Framework — Workforce Planning & Talent Management: apply fair, objective, and legally

compliant assessment information.

Question: 128

Which of the following is an essential part of an effective plan to implement an HR Information System?
A. Detailed communications made fully available through online updates.

B. Rigorous and thorough cost-benefit analysis.

C. Flexibility to expand the project scope to meet changing business needs.

D. Clearly defined project scope with measurable goals

Answer: D
Explanation:

In HRPA’s HR Technology and Analytics content, effective HRIS implementation is treated as a project management
exercise that starts with a clearly defined scope, success criteria, and measurable goals (timelines, deliverables, data
requirements, roles). Clear scope prevents scope creep, anchors stakeholder alignment, and guides configuration,

testing, and change management.

Cost-benefit analysis (B) is important in the business case phase, but the core implementation plan depends first on

scope and measurable goals.

Communications (A) are a key change-management activity, driven by the project scope and goals.

Expanding scope (C) undermines control and is discouraged; change requests should be governed, not encouraged.
Relevant HRPA references (no external links):

HRPA Study Guide — HR Metrics/Technology: HRIS project planning (scope, milestones, success measures).

HRPA Competency Framework — Reporting & Financial Management: managing HR technology projects with
defined outcomes.

Question: 129

The goals of a training evaluation are to determine the extent to which trainees have changed behaviour because of
participating in a training program, and to evaluate ways to improve the program through qualitative feedback after the

training. Which of the following training evaluation




methods would best meet these objectives?

A. Training and formative evaluation.

B. Pilot testing and training evaluation.

C. Self-assessments and summative evaluation

D. Formative and summative evaluation.

Answer: D
Explanation:

HRPA’s evaluation guidance distinguishes formative and summative evaluation:

Formative evaluation gathers qualitative and diagnostic feedback to improve the program’s design and delivery (e.g.,

content clarity, methods, materials, transfer enablers).

Summative evaluation examines outcomes, including behaviour change on the job and results, after training is

completed.

Using both ensures you can improve the program and verify behaviour change.

Options A and B mix terms but do not explicitly pair the improvement focus with outcome verification as clearly as

the formative-plus-summative model.

Option Cincludes self-assessments (subjective) and may not reliably capture behaviour change.
Relevant HRPA references (no external links):
HRPA Study Guide — Training Evaluation: formative vs. summative; behaviour/transfer and results levels.

HRPA Competency Framework — Learning and Development: evaluate learning effectiveness and use feedback for

continuous improvement.

Question: 130

Which of the following types of training would best convey an organization's values and decisionmaking policies and

thus optimize organizational effectiveness?
A. Diversity training
B. Cross-cultural training

C. Ethics training

D. Racial harassment training




Answer: C
Explanation:

Within the Learning and Development and Professional Practice domains of the HRPA Competency Framework, HR is
expected to design and deliver learning that “aligns with organizational values, policy requirements, and decision-
making standards” and that “builds ethical awareness, judgement, and conduct consistent with the organization’s code

and policies.” Ethics training explicitly teaches the organization’s values, standards of conduct, and policy-based

decision rules, which is why it is the direct vehicle to communicate how choices should be made in the

workplace.

By comparison, diversity or cross-cultural training (A and B) build awareness and interpersonal competence, and racial
harassment training (D) focuses on legal compliance and prevention; all are important, but ethics training most directly

embeds the organization’s values and decision-making expectations, thereby supporting organizational effectiveness.

Relevant HRPA references: Professional Competency Framework — Learning & Development (align learning to values
and policies; develop ethical decision-making capabilities); Professional Practice (apply and reinforce codes, policies,

and ethical standards through training).

Question: 131

Which of the following types of digital technology can help incorporate more engagement in employee training?
A. Cloud computing
B. Data analytics

C. Gaming

D. Social media

Answer: C
Explanation:

The HRPA Competency Framework highlights leveraging learning technologies to enhance participation, practice, and
feedback. Game-based learning/gamification increases engagement by adding interactive challenges, immediate

feedback, and reinforcement mechanics that promote

retention and application — all identified in HRPA’s learning design guidance as methods that improve learner

motivation and engagement.

Cloud computing (A) and data analytics (B) enable delivery and evaluation infrastructures; social media (D) can support




collaboration. However, gaming most directly and reliably increases engagement within the training experience

itself.

Relevant HRPA references: Professional Competency Framework — Learning & Development (apply digital learning

strategies to improve engagement, practice, and transfer).

Question: 132

Considering risk control measures that can be used to minimize hazard exposure, which of the following is an

example of controlling the hazard’s path?
A.  Mopping the floor following a chemical spill.
B. Replacing malfunctioning equipment.

C. Providing hearing protection to a worker.

D. Opening a window to provide ventilation.

Answer: D
Explanation:

HRPA'’s health and safety competencies require applying the hierarchy of controls and understanding control strategies
at the source, along the path, and at the worker. Controlling the path refers to interrupting or redirecting the

transmission of a hazard between source and worker (e.g., ventilation, isolation, or barriers). Opening a window to

provide ventilation reduces airborne contaminant concentration along its path, fitting this category.

Mopping a spill (A) is housekeeping/source removal after release; replacing equipment (B) is a source/engineering

control; hearing protection (C) is PPE at the worker.

Relevant HRPA references: Professional Competency Framework — Health, Wellness & Safe Workplace (apply the
hierarchy of controls; distinguish source, path, and worker controls); Study Guide content on ventilation as a

path control.

Question: 133
From an organizational performance perspective, what is the most important reason for HR professionals to

acknowledge and understand employees' emotions?
A. Understanding emotions helps HR professionals relate to employees.
B. Emotions affect employees' well-being

C. Emotions influence employees' attitudes and behaviours.




D. Feeling understood increases employees' compliance.

Answer: C
Explanation:

In HRPA’s Organizational Effectiveness and Workforce Planning and Talent Management domains, HR must diagnose
and influence the drivers of performance, engagement, and retention. The framework emphasizes that employees’
emotions shape attitudes (e.g., commitment, satisfaction, trust) and, in turn, behaviours (e.g., performance,

collaboration, citizenship, absenteeism, turnover intentions). Recognizing and addressing emotions, therefore, is

essential because it directly affects workplace behaviour and organizational results.

While relating to employees (A) and supporting well-being (B) are important, and feeling understood may encourage
cooperation (D), the primary performance-linked reason is that emotions drive the attitudes and behaviours that

determine organizational outcomes.

Relevant HRPA references: Professional Competency Framework — Organizational Effectiveness (apply behavioural
science to influence engagement and performance); Study Guide — Organizational Behaviour (link between affect,

attitudes, and work behaviours).

Question: 134
What type of organizations are commonly surveyed when conducting a compensation survey to collect market data for

an average-performing organization that does not have high turnover?
A. Low-performing organizations

B. Top-performing organizations

C. Potential competing organizations

D. Primary competing organizations

Answer: D

Explanation:

Within the Total Rewards domain of the HRPA Professional Competency Framework, compensation benchmarking is
grounded in selecting a relevant comparator market—organizations of similar industry, size, and geography with which
the employer primarily competes for talent. For an averageperforming organization with no unusual
attraction/retention pressures, best practice is to benchmark against primary competing organizations to establish fair,
market-competitive rates and maintain internal and external equity. Surveying top performers (B) is typically used when
the strategy is to lead the market; low performers (A) or vague “potential competitors” (C) do not provide an

appropriately matched market sample for standard market pricing.




Reference: HRPA Professional Competency Framework — Total Rewards (market benchmarking and survey selection
aligned to talent market); HRPA Study Guide — establishing comparator groups for market-competitive pay

structures.

Question: 135

In which type of interview does the interviewer ask a series of job-related questions that focus on relevant past

actions?

A. Mixed (semi-structured)
B. Situational

C. Behavioural

D. Unstructured

Answer: C
Explanation:

The HRPA selection competencies distinguish among interview types. Behavioural interviews use structured, job-related
questions that probe what candidates did in specific past situations, based on the premise that past behaviour predicts

future performance. Situational interviews (B) ask how a candidate would act in a hypothetical future scenario; mixed

(A) blends formats; unstructured (D) lacks consistency and reduces reliability.

Reference: HRPA Professional Competency Framework — Talent Acquisition and Selection (structured behavioural

interviewing for validity and reliability); HRPA Study Guide — interview types and evidence quality.

Question: 136

What is the term for making HR decisions based on multiple credible sources?
A. Evidence-based HR management

B. Trend analysis

C. Forecasting

D. Construct validity

Answer: A
Explanation:

The HRPA Professional Practice competencies emphasize evidence-based HR management: making decisions by




integrating the best available evidence from multiple credible sources (research findings, organizational data/metrics,
stakeholder insights, and professional expertise). Trend analysis (B) and forecasting (C) are specific analytical
techniques, while construct validity (D) pertains to assessment measurement quality—not the overall decision

approach.

Reference: HRPA Professional Competency Framework — Evidence-based practice, analytics and decision quality; HRPA

Study Guide — evidence sources and application in HR decision-making.

Question: 137

An organization sends a service employee to a training program to improve their customer service skills. What goal

is the organization trying to achieve?

>

Helping the employee in their current role.

B. Assisting the employee in achieving their long-term career goals

C. Supporting the employee in performing future job responsibilities.

o

Helping the employee improve their well-being.

Answer: A
Explanation:

HRPA differentiates training from development. Training is current-role focused, aiming to close immediate skill gaps
(e.g., enhancing customer service competencies to perform present duties). Development (C and B) targets future roles

and long-term growth, while wellness initiatives (D) address health and well-being rather than job performance. This

scenario clearly aligns with training for current role effectiveness.

Reference: HRPA Professional Competency Framework — Learning and Development (distinguishing training for current

performance from development for future capability); HRPA Study Guide — objectives and design of training

versus development.

Question: 138

How can HR professionals use big data to improve employee retention?

A. Big data can be used to analyze social media profiles to identify the most suitable job candidates.
B. Big data can be used to assess the real-time performance of employees.

C. Bigdata can be used for image advertising to attract specific job seekers.

D. Bigdata can be used to forecast which employees are most likely to leave the organization.




Answer: D
Explanation:

Within the HRPA Professional Competency Framework under Reporting and Financial Management (HR metrics and
analytics), HR is expected to gather, analyze, and interpret HR data to provide predictive insights that inform decisions.
Applying predictive analytics to turnover data—such as tenure, performance, engagement, absenteeism, and career
progression—enables HR to forecast which employees are at risk of leaving and to target retention interventions

accordingly. Options A and C relate to attraction/branding, and B concerns performance monitoring rather than

retention risk modeling.

Relevant HRPA Reference: HRPA Professional Competency Framework — Reporting and Financial Management (HR
analytics, predictive insights for decision-making); HRPA Study Guide — HR Metrics & Analytics (predictive models

for turnover/retention).

Question: 139

Which of the following is true regarding a mediator's role in helping to resolve a dispute?

A. The mediator can repackage proposals in a way that the parties had not previously considered

B. The mediator will encourage hostile parties to focus on and work through their emotions together.
C. The mediator states their opinion to one of the parties while in the company of the other party.

D. The mediator often makes proposals that allow each party to maintain previous positions.

Answer: A
Explanation:

In HRPA’s Labour and Employee Relations competencies (dispute resolution and alternative dispute resolution),
mediators act as neutral facilitators who help parties clarify interests, reframe or repackage proposals, test options, and
explore settlement without imposing outcomes. They avoid actions that compromise neutrality or escalate conflict. B is
risky because mediators typically use caucuses to manage high emotion rather than intensifying confrontation; C

violates neutrality and confidentiality norms; D keeps parties stuck in positions rather than moving to interest-based

solutions.

Relevant HRPA Reference: HRPA Professional Competency Framework — Labour and Employee Relations (mediation

role, neutrality, option generation); HRPA Study Guide — Dispute Resolution and Mediation Practices.




Question: 140
What are "blind" job ads?

A. Ads that do not disclose compensation ranges for the position.
B. Ads that do not identify the organization hiring
C. Ads that include Braille or audio components.

D. Ads that promote walk-in drop-off of resumes and CVs.

Answer: B
Explanation:

Recruitment guidance in the HRPA Study Guide describes blind advertisements as postings that omit

the employer’s identity (often using a box number or recruiter contact) to preserve confidentiality during sourcing. Lack

of salary disclosure (A), accessible format (C), or application method (D) do not define a blind ad.

Relevant HRPA Reference: HRPA Study Guide — Recruitment and Sourcing (job advertisement types, including
blind/boxed ads).

Question: 141

Which of the following should be considered when evaluating the likelihood that an applicant can adapt to an

organization's culture?
A. Applicant knowledge
B. Applicant experience
C. Applicant values

D. Applicant ability

Answer: C
Explanation:

HRPA'’s selection guidance emphasizes assessing candidates on job-related competencies and organizational fit
grounded in bona fide requirements. Culture fit/adaptability aligns most directly with applicant values (e.g.,

collaboration, ethics, customer focus) and their alighment with the organization’s mission and norms. Knowledge,

experience, and ability are critical for role performance but are not the primary indicators of cultural




adaptability.

Relevant HRPA Reference: HRPA Professional Competency Framework — Workforce Planning and Talent Management

(selection aligned to organizational values and culture); HRPA Study Guide — Recruitment and Selection (assessing value

alignment and organizational fit using valid, job-related methods).

Question: 142

Which of the following performance appraisal methods requires the rater to compose a statement describing

employee characteristics?
A. Behavioural checklist method

B. Essay method




C. Behaviour observation method

D. Forced-choice method

Answer: B
Explanation:

The essay method is a narrative appraisal technique in which the rater writes a free-form statement describing an
employee’s characteristics, behaviours, strengths, weaknesses, and development needs. HRPA’s performance
management content distinguishes narrative methods (e.g., essays) from structured techniques such as behavioural
checklists (predefined items checked off), behaviour observation scales (systematic observation and rating of defined
behaviours), and forced-choice formats (rater selects from keyed statement sets). The hallmark of the essay method is

that the evaluator composes a written narrative, rather than completing predetermined scales or checklists.

Relevant HRPA references (no external links): HRPA Study Guide — Performance Management/Appraisal Methods

(narrative/essay, checklist, BARS/BOS, and forced-choice distinctions); HRPA Competency Framework — Total Rewards:

Performance management processes and tools.

Question: 143

What is the primary goal of organizational development?

A. To make structural changes, such as altering the chain of command, to enhance the speed of organizational

response to changing market conditions

B. Toimplement changes in business processes to reduce costs and improve efficiency.

C. To enhance the effectiveness of the organization and the well-being of its members through planned systemic
change

D. To quickly respond to external changes in the market by adopting new technologies or business strategies.

Answer: C
Explanation:

Organizational Development (OD) is defined in HRPA materials as a long-term, planned, systemic effort, grounded in

behavioural science, aimed at improving organizational effectiveness and the

well-being of its members. While OD may use structural adjustments (A) or process changes (B) as interventions, its
primary aim is broader: culture, processes, and human systems are developed through planned change to enhance both

organizational results and people outcomes. Option D captures responsiveness but not the developmental, system-




wide, and people-centred focus central to OD.

Relevant HRPA references (no external links): HRPA Study Guide — Organizational Effectiveness: OD definitions and

objectives; HRPA Competency Framework — Leading planned change and culture development.

Question: 144

In which compensation management strategy are separate organizational units given the responsibility to make

their own decisions?

A. Outsourcing
B. Decentralization
C. Re-engineering

D. Centralization

Answer: B
Explanation:

Within compensation governance, decentralization delegates decision-making authority to separate units or business
lines (e.g., pay decisions within corporate parameters). This contrasts with centralization (D), where decisions reside
with a corporate function; outsourcing (A), which transfers activities to an external provider but not to internal units;

and re-engineering (C), which redesigns processes rather than shifting decision authority. HRPA emphasizes aligning the

level of centralization/decentralization with organizational strategy, risk tolerance, and the need for consistency vs.

local responsiveness.

Relevant HRPA references (no external links): HRPA Study Guide — Compensation Strategy and Governance:

centralization vs. decentralization; HRPA Competency Framework — Total Rewards: design and governance of

reward programs.

Question: 145

Which of the following modified work arrangements is designed to help employees with permanent disabilities who
have either not been successful in competitive work environments or require substantial support to return to

work?
A. Supported and sheltered work
B. Work trials

C. Gradual work exposure




D. Light-duty work

Answer: A
Explanation:

HRPA’s disability management/return-to-work (RTW) guidance outlines a continuum of accommodations. Supported
employment and sheltered work are specialized arrangements for individuals with permanent disabilities who need
ongoing, substantial support or who have not succeeded in competitive employment. These emphasize structured
support, supervision, and tailored tasks. In contrast, work trials (B) are short-term assessments of capability in regular
roles, gradual work exposure (C) is a phased increase in hours/duties for reintegration, and light-duty work (D)

temporarily reduces physical/mental demands—typically for transitional, not permanent, needs.

Relevant HRPA references (no external links): HRPA Study Guide — Disability Management and RTW Strategies:

supported/sheltered work vs. transitional (light duty, gradual exposure, work trials); HRPA Competency Framework —

Health, Wellness & Safe Workplace: design appropriate accommodations and RTW plans.

Question: 146
A training program costs $200,000 and the financial benefit is $600,000. What is the return on investment for each

dollar spent?

A. -$2.00
B. $2.00
c. -50.67
D. $0.67
Answer: B
Explanation:

HRPA’s metrics guidance defines ROI as (Benefit - Cost) + Cost and also expresses it as the net return per $1 invested.

Here, (600,000 - 200,000) + 200,000 = 2.00, meaning each dollar spent generated $2.00 in net return.

Reference: HRPA Professional Competency Framework — Reporting & Financial Management (apply financial metrics,

including RO, to evaluate HR programs); HRPA Study Guide — HR Metrics and Analytics (calculating and
interpreting ROI).

Question: 147

Which of the following is a negotiation strategy that aims for a "win-win" outcome?




A. Arbitration

@

Distributive bargaining

0

Integrative bargaining

D. Mediation

Answer: C
Explanation:

HRPA'’s labour relations content distinguishes integrative bargaining as a collaborative, interestbased approach that

seeks mutual gains (“win-win”) through problem solving, in contrast to distributive tactics that divide a fixed pie.

Arbitration and mediation are third-party processes, not bargaining strategies.

Reference: HRPA Professional Competency Framework — Labour & Employee Relations (apply interest-based

bargaining approaches); HRPA Study Guide — Collective Bargaining Strategies (integrative vs. distributive).

Question: 148

Why is it important for the HR profession to have its own Code of Ethics and Rules of Professional Conduct?

A. These documents provide a standard for HR professionals to follow regardless of employer

standards.

B. These documents provide a due diligence defense for HR professionals.

C. These documents provide a standard for managing conflicts of interest that HR professionals might encounter.

D. These documents ensure a certain level of customer service to the internal clients of HR professionals.

Answer: A
Explanation:

HRPA’s Code of Ethics and Rules of Professional Conduct establishes profession-wide standards that govern members’

conduct independent of any single employer’s policies, ensuring consistent, accountable practice in the public interest.

While the Code includes guidance on conflicts of interest, its primary purpose is setting a universal ethical

baseline for the profession.

Reference: HRPA Code of Ethics and Rules of Professional Conduct (purpose and applicability to all members); HRPA




Study Guide — Professional Practice and Ethics (role of a profession’s code in setting standards beyond

employer policies).

Question: 149

A small startup organization is contending with a crisis. The HR professional has advised the managers to connect with
their employees to tell them about the volatile situation. Which form of communication is the most effective way to

inform employees about the crisis?
A. A face-to-face meeting with all staff that would cease operations for the duration of the meeting.

B. An online speech that employees could listen to while they continue to work.
C. An all-staff email that provides detailed information about the crisis but allows employees to continue working

D. An all-staff voicemail that delivers detailed information about the crisis that employees can listen to after work

hours

Answer: A
Explanation:

HRPA’s change and communication guidance emphasizes that in high-stakes or sensitive situations, organizations
should prioritize direct, synchronous, two-way communication that enables clarity, leader presence, and Q&A. A face-
to-face all-staff meeting best supports accuracy, alignment, and immediate feedback during a crisis; one-way or
asynchronous channels (email, voicemail, passive online broadcasts) are less effective for urgent, emotionally charged

messages.

Reference: HRPA Professional Competency Framework — Organizational Effectiveness (plan and execute

communication that fosters understanding and alignment during change/crisis); HRPA Study Guide — Change

Management Communications (use synchronous, interactive methods for critical messages).

Question: 150

To increase the impact of workforce analytics and HR metrics on strategic decision-making, which of the following

approaches should an organization adopt?

A. Starting with the existing HR data, creating metrics based on those data, and then looking for ways to apply these

metrics in decision-making.
B. Focusing on increasing the quantity of data collected and reported.
C. Encouraging managers to report more frequently on HR metrics to all stakeholders.

D. Starting with the problems or opportunities the organization faces and developing an understanding of what




information is useful for supporting managerial decisions.

Answer: D
Explanation:

The HRPA Professional Competency Framework emphasizes that HR analytics must be decision-led: begin with the
business question, then determine the information, metrics, and analysis required to inform choices and actions.
Building dashboards from whatever data already exist (A) or simply increasing volume/frequency of reports (B, C) risks

producing low-utility metrics. Starting with the organizational problems/opportunities ensures measures are relevant,

causal, and actionable— thereby increasing strategic impact.

Reference: HRPA Professional Competency Framework — Reporting and Financial Management (evidence-based,

problem-driven analytics aligned to business decisions); HRPA Study Guide — linking HR metrics to strategic

objectives and decision-making.

Question: 151

External scanning, monitoring, and competitive intelligence are important factors contributing to which type of

external analysis?

A. Environmental forecasting

B. Delphitechnique
C. Strengths, weaknesses, opportunities, and threats (SWOT) analysis

D. Markov analysis

Answer: C
Explanation:

In the HRPA Strategy domain, environmental scanning and competitive intelligence are inputs used to identify
opportunities and threats in a SWOT analysis. SWOT integrates external insights (opportunities/threats) with internal

assessment (strengths/weaknesses) to guide strategic choices. Environmental forecasting (A) and Delphi (B) are

forecasting methods, and Markov analysis (D) is a workforce movement model, not an external strategic

analysis.

Reference: HRPA Professional Competency Framework — Strategy (environmental scanning; translating external factors

into SWOT); HRPA Study Guide — SWOT and competitive analysis.




Question: 152

Which of the following HR retention initiatives involves senior leaders advising and encouraging the growth and

development of the organization's top talent?

A. Coaching
B. Sponsoring
C. Mentoring

D. Executive leadership

Answer: C
Explanation:

The HRPA framework differentiates mentoring (senior leaders provide guidance, advice, and

developmental support) from coaching (performance-focused skill building, often by a manager/coach) and sponsorship
(active advocacy using political capital). The initiative described— senior leaders advising and encouraging growth and

development—aligns with mentoring.

Reference: HRPA Professional Competency Framework — Talent Management (building retention through mentoring,

coaching, and career development); HRPA Study Guide — definitions and uses of mentoring vs. coaching vs.

sponsorship.

Question: 153

Which of the following modifications to an employee compensation program would most likely improve retention

of top talent in a highly competitive industry?

A. Implementing a pay-for-performance system with significant bonuses

B. Introducing flexible benefits that allow employees to customize their compensation packages.
C. Providing educational assistance to support professional development goals.

D. Offering higher base salaries.

Answer: D
Explanation:

HRPA Total Rewards guidance distinguishes base pay as the foundation of market competitiveness and retention. In




highly competitive talent markets, increasing base salary most directly addresses external offers and reduces flight risk
for top performers. Variable bonuses (A) may motivate but are uncertain; flexible benefits (B) and education assistance

(C) enhance overall value but typically have weaker immediate retention effects compared with ensuring base pay is

competitive with the market.

Reference: HRPA Professional Competency Framework — Total Rewards (internal equity and external competitiveness;

retention through market-aligned base pay); HRPA Study Guide — compensation mix and retention impacts.

Top of Form

Question: 154

Which of the following groups of HR Information System users is most likely to access the system frequently, seeking

up-to-date information to guide their employee-related decisions?




A. Clerical employees

B. IT technicians
C. Recruitment specialists
D. Managers

Answer: D

Explanation:

Within the HRPA Professional Competency Framework under Reporting and Financial Management, HR is expected to
enable decision-makers with timely workforce data through HRIS dashboards and self-service reporting. Line managers
are the primary operational decision-makers who regularly consult headcount, attendance, scheduling, performance,
compensation, and turnover indicators to make daily people decisions (e.g., staffing, approvals, performance coaching).

Recruiters (C) access specific recruiting modules intensively but not as broadly across the workforce. Clerical staff (A)

and IT technicians (B) are not the main decision users of HRIS analytics.

Relevant HRPA references: Reporting and Financial Management—HR technology, metrics, dashboards, and decision

support; Organizational Effectiveness—manager self-service and workforce information use.

Question: 155

Which types of graphics are most effective for illustrating the relationship between 2 variables?
A. Pie charts and bar graphs

B. Flow charts and tree charts

C. Line graphs and scatterplots

D. Frequency histograms and distributions

Answer: C
Explanation:

HRPA'’s guidance on HR metrics and analytics emphasizes selecting visualizations that match the analytical purpose. To
show relationships between two variables, the recommended visuals are scatterplots (to display association/correlation

between X and Y) and line graphs (to show how one

variable changes with another across time or an ordered scale). Pie charts show composition, flow/tree charts show

processes or hierarchies, and histograms show distributions—not bivariate relationships.




Relevant HRPA references: Reporting and Financial Management—data visualization principles for HR analytics.

Question: 156

Evaluating trainees' performance with a 360° feedback system aligns best with which level of the Kirkpatrick Model

of Training Evaluation?

A. Results
B. Reaction
C. Behaviour

D. Learning

Answer: C
Explanation:

HRPA'’s Learning and Development materials align with the Kirkpatrick model: Reaction, Learning, Behaviour, Results.
360° feedback gathers observations from supervisors, peers, direct reports, and sometimes customers about how
participants apply new skills and behaviours on the job, which is Kirkpatrick Level 3 — Behaviour (transfer of learning).
Level 2 (Learning) uses tests or demonstrations; Level 1 (Reaction) captures satisfaction; Level 4 (Results) measures

organizational outcomes.

Relevant HRPA references: Learning and Development—training evaluation levels and methods; use of multi-rater

feedback to assess behavioural transfer.

Question: 157

Which alternative dispute resolution process has been criticized for hindering the parties from negotiating an

agreement on their own?

A. Mediation

B. Fact-finding

C. Arbitration

D. Conciliation




Answer: C
Explanation:

In HRPA’s Labour and Employee Relations coverage of dispute resolution, arbitration involves a neutral third party
issuing a binding decision. A common critique is the “chilling effect,” where the availability of a third-party ruling can
reduce the parties’ incentives to engage in genuine interestbased negotiation and reach their own settlement.
Mediation and conciliation facilitate parties’ dialogue without imposing outcomes, and fact-finding supplies information

rather than decisions.

Relevant HRPA references: Labour and Employee Relations—ADR processes, characteristics, and implications for

bargaining dynamics.

Question: 158

Which of the following is true about action learning?

A. It may increase employee attrition.

B. It suits small organizations better than multinationals
C. Reflection replaces feedback.

D. ltis cost effective.

Answer: D
Explanation:

HRPA’s Learning and Development materials describe action learning as a development method where small groups
work on real organizational problems, apply solutions, and reflect on results. Because learning occurs on the job while
simultaneously solving business issues, it is regularly cited as cost-effective relative to classroom programs that remove
employees from work. Reflection and feedback are both integral—reflection does not replace feedback; they

complement each other to deepen learning and transfer. Action learning scales to large, multi-site organizations as well

as small ones and is not associated with increasing attrition.

Relevant HRPA references (no external links): HRPA Study Guide — Learning Methods: Action Learning; HRPA

Competency Framework — Learning & Development: select cost-effective, business- aligned learning methods.

Question: 159

What is the goal of having an employee complete a trainability test?
A. To identify the most suitable trainer to deliver the training

B. To indicate who in the organization needs training




C. Tounderstand what types of materials are needed for the training

D. To determine an individual's ability to learn and perform tasks

Answer: D
Explanation:

Within HRPA’s needs analysis and assessment guidance, trainability tests (sometimes called aptitude or learning-ability
assessments) are used to determine an individual’s capacity to learn and perform job-related tasks following
instruction. They inform training readiness and the likely return on training investment. While broader needs analysis
identifies who needs training (B), trainability tests specifically evaluate individual learning ability (D), not the choice of

instructor (A) or materials (C).

Relevant HRPA references (no external links): HRPA Study Guide — Training Needs Assessment and Learner Analysis;

HRPA Competency Framework — Learning & Development: assess learner readiness and capability.

Question: 160

In the context of a data-driven HR strategy, which of the following questions is most concerned with the

foundational aspects of the data initiative?

A. How will we report and present insights from data?
B. What problems do we need to solve?

C. Who will be responsible for analyzing the data?

D. What are the infrastructure implications?

Answer: D
Explanation:

HRPA'’s analytics guidance distinguishes foundational considerations (data architecture, systems integration, data
quality, governance, storage, privacy/security) from downstream activities (analysis, reporting, and roles). Asking “What
are the infrastructure implications?” targets the foundational layer—platforms, integrations (HRIS, ATS, payroll), data

pipelines, and controls that underpin any analytics initiative. Questions about reporting (A), problem framing (B), and

analytical responsibility (C) are essential, but they sit above the technical foundation that enables reliable, scalable

analytics.

Relevant HRPA references (no external links): HRPA Study Guide — HR Metrics, Analytics, and Technology: data
governance and infrastructure; HRPA Competency Framework — Reporting & Financial Management: establish data

systems and controls for analytics.




Question: 161

Which form of discrimination would be most likely to result from a recruitment practice that relies exclusively on

employee referrals?
A. Differential treatment
B. Overt discrimination

C. Unconscious bias

o

Systemic discrimination

Answer: D
Explanation:

HRPA'’s staffing and employment law guidance explains that exclusive reliance on employee referrals can perpetuate
workforce homogeneity and create barriers for protected groups, even without intent. This is characteristic of systemic
(adverse effect) discrimination—organizational policies or practices that, while neutral on their face, disproportionately
exclude or disadvantage certain groups. This differs from differential treatment or overt discrimination (intentional,

direct) and from unconscious bias (individual-level bias), which may contribute but does not fully describe the

organization-wide impact of a referral-only practice.

Relevant HRPA references (no external links): HRPA Study Guide — Recruitment and Selection Compliance; Human

Rights and Employment Equity: systemic/adverse effect discrimination; HRPA Competency Framework — Labour &

Employee Relations: ensure selection practices are fair and non- discriminatory.

Question: 162

In the process of environmental scanning, which stage involves systematically following key indicators that may

affect the organization?

A. Assessing
B. Monitoring
C. Forecasting

D. Scanning

Answer: B
Explanation:

The environmental scanning cycle recognized in HRPA strategy content distinguishes: Scanning (detecting early signals),

Monitoring (systematically tracking selected indicators over time), Forecasting (projecting potential outcomes), and




Assessing (interpreting organizational implications). The stage that systematically follows key indicators is

Monitoring.

Reference: HRPA Professional Competency Framework — Strategy (environmental scanning: scan, monitor, forecast,

assess); HRPA Study Guide — Strategic Management (staged scanning process and definitions).

Question: 163

An organization wants to develop a program to identify and manage physical, human, and financial factors that can help

reduce its potential liabilities. What type of program would meet its requirements?
A. Organizational forensics program

B. Due diligence program

C. Organizational well-being program

D. Risk assessment program

Answer: D
Explanation:

HRPA positions risk assessment/risk management as a core organizational effectiveness practice: systematically
identifying, analyzing, and treating risks across people, operations, and finance to reduce exposure and liability. While

due diligence is a compliance expectation within risk management, a risk assessment program is the overarching

approach that identifies and manages these factors.

Reference: HRPA Professional Competency Framework — Organizational Effectiveness (enterprise risk identification,

analysis, and control); HRPA Study Guide — Risk Management (programs to reduce organizational liability).

Question: 164

Which of the following collective agreement clauses is intended to guarantee stability in the employment
relationship during the life of the agreement?

A. Union recognition
B. Union security
C. Management rights

D. No strike or lockout




Answer: D
Explanation:

HRPA’s labour relations guidance explains that a no-strike/no-lockout clause provides for labour peace during the
agreement’s term, directing disputes to the grievance/arbitration process and thereby ensuring stability in the

employment relationship. Recognition, security, and management rights define parties’ status and authority but do not

guarantee strike/lockout prohibition during the term.

Reference: HRPA Professional Competency Framework — Labour & Employee Relations (collective agreement clauses

and dispute resolution); HRPA Study Guide — Collective Bargaining (purpose of no-strike/no-lockout clauses).

Question: 165

Which of the following is an example of a developmental decision based on the results of an employee's

performance appraisal?
A. Demoting an employee
B. Promoting an employee
C. Giving an employee a pay increase

D. Giving an employee more training

Answer: D
Explanation:

HRPA differentiates administrative appraisal outcomes (e.g., promotion, pay, discipline) from developmental outcomes
(e.g., training, coaching, development plans). Assigning more training directly addresses skill gaps identified in the

appraisal and is a classic developmental decision.

Reference: HRPA Professional Competency Framework — Learning & Development (link performance feedback to

development actions); HRPA Study Guide — Performance Management (administrative vs. developmental uses

of appraisal results).

Question: 166

What is the term for an individual's interpretation of the potential for harm based on values, beliefs, and experience

with a hazard?
A. Risk perception

B. Risk aversion




C. Risk assessment
D. Risk propensity

Answer: A
Explanation:

Within the Health, Wellness, and Safe Workplace domain of the HRPA Professional Competency Framework, HR
professionals are expected to understand factors that influence how employees recognize and respond to hazards. Risk
perception refers to an individual’s subjective interpretation of potential harm influenced by their values, beliefs, prior

experiences, and understanding of the

hazard. This affects safety behaviours and the acceptance of controls. By contrast, risk aversion (a preference to avoid

risk), risk assessment (a systematic process to evaluate likelihood and severity), and risk propensity (a general

tendency to take risks) are distinct constructs.

Relevant Framework Reference (HRPA): Health, Wellness, and Safe Workplace—hazard recognition, psychosocial

factors, and worker perception; due diligence in safety communication and training (HRPA Professional Competency

Framework; HRPA Study Guide—OHS risk concepts and behavioural influences).

Question: 167

Which of the following best describes effective preparation of the union and the employer for an arbitration

hearing?

A. Securing lawyers to represent each of the parties
B. Selecting the earliest available arbitrator

C. Creating an agreed statement of facts

D. Booking the hearing at the employer site

Answer: C
Explanation:

HRPA’s Labour and Employee Relations competencies emphasize principled, efficient dispute resolution and proper
preparation for arbitration. A best practice is for the parties to prepare an agreed statement of facts, narrowing the
issues in dispute, clarifying evidence, and focusing the arbitrator on the matters requiring adjudication. While counsel

(A) and logistics (B, D) may be appropriate, they do not substitute for the substantive efficiency gained by agreeing on

facts in advance.




Relevant Framework Reference (HRPA): Collective agreement administration; grievance and arbitration processes—

case preparation, evidence management, and issue-narrowing practices (HRPA Professional Competency Framework;

HRPA Study Guide—arbitration procedures and advocacy preparation).

Question: 168

Which of the following is a critical step in developing a competency-based pay structure?
A. Developing skill certifications

B. Developing behavioural descriptors
C. Analyzing skills

D. Using seniority as a core criterion

Answer: B
Explanation:

In the Total Rewards domain, competency-based pay requires a clear definition of competencies and behavioural
descriptors at progressive proficiency levels (e.g., basic to advanced). These descriptors make competencies observable
and measurable, enabling valid assessment and linkage to pay. While analyzing skills (C) is part of building the
competency model, the pay structure hinges on behavioural indicators that support consistent evaluation. Skill
certifications (A) are more typical of skill-based pay systems and are not universally required for competency pay.
Seniority (D) is inconsistent with competency-based design, which ties pay to demonstrated capability rather than

tenure.

Relevant Framework Reference (HRPA): Total Rewards—job and competency frameworks; establishing observable
behavioural indicators; linking competency assessments to pay structures (HRPA Professional Competency Framework;

HRPA Study Guide—competency vs. skill-based pay).

Question: 169

Which of the following scenarios is most likely to pose a hidden challenge to the success of an organizational

change management strategy?
A. The organization invests heavily in new technology but overlooks process adjustments.

B. Employees express enthusiasm for the change but do not fully understand its implications




C. The organization hires external consultants to manage the change but gives them limited authority.

D. Senior leaders publicly endorse the change but do not alter their own behaviour.

Answer: D
Explanation:

The HRPA Strategy and Organizational Effectiveness competencies stress that successful change requires visible, aligned
leadership behaviours. A critical (and often hidden) failure point is the “say— do gap” —leaders publicly endorse change
but do not model the new behaviours, undercutting credibility and reinforcing the status quo. While issues in processes

(A), understanding (B), or consultant authority (C) are important, misaligned leader behaviour most powerfully derails

adoption because culture follows leadership example.

Relevant Framework Reference (HRPA): Strategy and Organizational Effectiveness—change leadership, alignment of

leadership behaviour with desired culture, and reinforcement mechanisms (HRPA Professional Competency Framework;

HRPA Study Guide—change management and leadership alignment).

Question: 170

Which of the following creates a list of important duties and job responsibilities performed by jobholders that lead

to job success?

A. The critical incident method
B. The position analysis method
C. Functional job analysis

D. Task inventory analysis

Answer: D
Explanation:

Within the Workforce Planning and Talent Management domain, HRPA’s guidance on job analysis describes task (or job)
inventory analysis as a systematic technique in which jobholders and/or subject-matter experts generate a
comprehensive list of tasks/duties and responsibilities, which are then rated for frequency, importance, and criticality

to job success. This produces the foundational content for job descriptions, selection criteria, training, and evaluation.

By contrast, the critical incident method captures examples of exceptionally effective or ineffective behaviours (not a
full task list). Functional Job Analysis focuses on detailed task statements and levels of interaction with data, people,

and things, emphasizing rating dimensions rather than simply producing a prioritized list. “Position analysis method” is a

generic label and does not, on its own, denote the structured task listing central to task inventories.

Relevant HRPA references: HRPA Professional Competency Framework — Workforce Planning and Talent Management

(job analysis techniques, task inventories for defining job content); HRPA Study Guide — Job Analysis and Design (task




lists rated by importance/criticality to inform HR systems).

Question: 171

What is an organization most likely to do when its demand for labour exceeds its supply?
A. Implement a hiring freeze

B. Lay off employees

C. Hire more employees

D. Allow for attrition

Answer: C
Explanation:

HRPA’s workforce planning model directs HR to compare forecast labour demand with forecast labour supply and
choose strategies accordingly. When demand exceeds supply (a shortage), typical responses include external recruiting,

overtime, internal development/advancement, and other acquisition tactics—i.e., hiring more employees. Hiring

freezes, layoffs, and attrition are approaches for surpluses (supply exceeds demand).

Relevant HRPA references: HRPA Professional Competency Framework — Workforce Planning and Talent Management
(gap analysis and response options for shortages vs. surpluses); HRPA Study Guide — Forecasting and Staffing

Strategies.

Question: 172

Which group of factors is considered in determining the frequency of workplace safety audits?
A. Size of organization, previous incidents, and employee tenure

B. Introduction of new equipment, type of work, and previous incidents

C. Introduction of new equipment, availability of trained resources, and legislation

D. Availability of trained resources, type of work, and size of organization

Answer: B
Explanation:

HRPA'’s health and safety program guidance emphasizes risk-based auditing. The frequency of safety audits should
reflect: (1) changes in operations such as the introduction of new equipment or processes; (2) the inherent risk of the
work/type of work; and (3) the organization’s incident history, including near-misses. These factors ensure audits are

timely and targeted to the highest risk. While legislation sets minimum compliance requirements, audit frequency is




primarily driven by operational risk and change rather than resource availability or organizational size alone.

Relevant HRPA references: HRPA Professional Competency Framework — Health, Wellness, and Safe Workplace (risk
assessment, audits, and continuous improvement); HRPA Study Guide — OHS Management Systems (audit planning

based on risk, change, and incident trends).

Question: 173

An organization has just introduced individual performance pay for its sales staff. Pay is linked to departmental

indicators. What is the most effective ongoing communication method to support this compensation plan?

A. Email hotline

B. Electronic scoreboard

0

Telephone support

D. Information brochures

Answer: B
Explanation:

HRPA’s Total Rewards guidance stresses that variable pay plans require clear line-of-sight and timely feedback so
employees can track progress against the measures that drive payouts. An electronic scoreboard (dashboard) displaying
current departmental indicators and targets provides continuous, transparent updates, reinforcing behaviours and

enabling self-correction. Hotlines, phone support, or brochures offer static or ad hoc information and do not deliver the

real-time, ongoing visibility essential for performance-linked pay.

Relevant HRPA references: HRPA Professional Competency Framework — Total Rewards (communication and

governance of incentive plans; line-of-sight and transparency); HRPA Study Guide — Variable Pay Communication

(dashboards/scorecards to track performance metrics tied to incentives).

Question: 174

Kieran, a training officer, attends several conferences each year that showcase the latest research and trends about the
training profession. Which of the following benefits of conference attendance would have the most positive impact on

Kieran's proficiency as a training professional?

A. Networking with other training professionals

B. Stayinginformed about the most recent developments in the training industry
C. Cultivating communication skills

D. Experiencing new cultures and gaining exposure to diverse perspectives




Answer: B
Explanation:

Within the Learning and Development domain, the HRPA competency framework highlights the need for HR
practitioners to maintain current professional knowledge and apply evidence-based practices in the design and delivery
of learning. The HRPA Study Guide emphasizes continuing professional development (CPD) and environmental scanning
of new research, trends, and methods as direct drivers of practitioner proficiency and instructional effectiveness. While
networking and broader exposure have value, the outcome most tightly linked to improving a trainer’s professional

practice and capability is staying current with research-based developments in the field.

Question: 175
Which of the following HR activities supports organizational guidelines to help prevent and address employee-related

problems, such as unacceptable workplace conduct and poor punctuality?

A. Policy development
B. Cultural audits
C. Employee advocacy

D. HRplanning

Answer: A
Explanation:

The HRPA framework for Labour and Employee Relations assigns HR accountability for developing, implementing, and
communicating policies and procedures that set standards for conduct, attendance, and corrective action. Clear,
consistently applied policies provide the guidelines that prevent issues and structure the organization’s response (e.g.,
progressive discipline, attendance management). Cultural audits (diagnostic), employee advocacy

(representation/support), and HR planning (staffing forecasts) do not, by themselves, establish enforceable guidelines

for addressing conduct or punctuality.

Question: 176

Which form of dispute resolution can save time and money when management and unions voluntarily agree to use

it to resolve grievances?
A. Expedited arbitration

B. Grievance mediation




C. Grievance arbitration

D. Grievance procedure

Answer: B
Explanation:

HRPA'’s labour relations content describes grievance mediation as a voluntary, interest-based process in which a neutral
facilitates settlement before arbitration. Mediation is specifically noted for saving time and cost by resolving disputes
informally and quickly. While expedited arbitration can shorten timelines, it remains a formal, adjudicative process with

associated costs; grievance arbitration is the standard, more time-consuming process; and the grievance procedure is

the contractual step framework, not a standalone ADR method.




