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QUESTION NO: 1

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:

Behavioural is correct because this interview method uses questions designed to obtain evidence of what an applicant 
actually did in prior work-related situations. The interviewer asks for concrete examples of relevant past actions, often 
prompting for the context, the individual’s responsibilities, the action taken, and the result. Questions may ask the candidate 
to describe a time they resolved a conflict, prioritized competing deadlines, influenced a stakeholder, or handled a customer 
concern. This approach is grounded in the selection principle that prior demonstrated behaviour in comparable 
circumstances is useful evidence when predicting future job performance. To support consistency and job relevance, the 
questions should be derived from a job analysis and linked to the role’s required competencies. Interviewers should use the 
same core questions and rating criteria for each candidate, document answers, and assess the examples against defined 
behavioural indicators. These practices improve the fairness, reliability, and defensibility of the selection decision. HRPA’s 
professional framework emphasizes evidence-informed and legally compliant talent-selection practices, including 
assessment methods tied directly to job requirements. See HRPA HR Resources and the Government of Canada’s guidance 
on structured interviews.

QUESTION NO: 2

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:

Gradual work exposure is correct because it is a structured return-to-work accommodation that restores the employee’s 
capacity progressively. The employee initially performs duties that are within current medical restrictions, commonly involving 
lighter physical, cognitive, or scheduling demands. Duties, hours, pace, complexity, or physical requirements are then 
increased in planned stages as the employee recovers and demonstrates safe functional tolerance. The intended outcome is 
a return to the essential requirements of the pre-injury job, rather than an indefinite placement in modified work.

This approach supports a safe, timely, and sustainable return to work by matching work demands to the employee’s evolving 
abilities. A clear graduated plan should identify the temporary duties or restrictions, the anticipated progression, review 
points, and the respective roles of the employee, employer, health-care provider, and, where applicable, the workplace 
parties involved in return-to-work planning. Ontario’s workplace insurance guidance emphasizes early and safe return-to-
work planning, while the Ontario Human Rights Commission recognizes that accommodation may include modified duties 
and phased returns when required to meet disability-related needs. See the WSIB return-to-work guidance and the Ontario 
Human Rights Commission’s duty-to-accommodate guidance.
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QUESTION NO: 3

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:

“To help new employees avoid culture shock” is correct because the described videos and podcasts are orientation and 
organizational-socialization tools. By introducing the organization’s mission, goals, workplace, leadership, and employee 
experiences before or at the start of employment, they make the unfamiliar work setting more understandable and 
predictable. This helps new hires connect what they will encounter day to day with the organization’s values, norms, people, 
and environment. That early familiarity can reduce uncertainty and anxiety while supporting a smoother transition into the 
organization’s culture.

Effective onboarding is broader than providing administrative information: it helps employees become integrated members of 
the workplace. Media such as facility tours and employee interviews are particularly useful for conveying informal aspects of 
organizational life that may not be captured in policy documents or role instructions. They give newcomers an initial sense of 
who works there, how the organization presents itself, and what the work environment feels like. This directly supports 
socialization and minimizes the disorientation commonly associated with entering a new organizational culture. HRPA 
identifies onboarding-related knowledge within its professional designation and examination resources; see HRPA’s CHRP 
Knowledge Exam information. Ontario also notes the importance of workplace orientation and instruction for new workers in 
its Occupational Health and Safety Act guide.

QUESTION NO: 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:

Three-tier architecture separates the user interface, application processing, and data storage into distinct layers. In an HR 
information system, the presentation layer is the part through which employees, managers, and HR staff interact with the 
system, such as a browser-based self-service portal. The application layer applies the organization’s HR rules and 
workflows, for example calculating eligibility, routing an approval, or validating a data change. The data layer stores and 
retrieves the underlying employee, payroll, benefits, and organizational information.

This separation is important because each layer has a distinct responsibility and can be managed, secured, maintained, or 
scaled independently. For example, access to sensitive HR records can be controlled at the data layer, while changes to a 
workflow can be made in the application layer without redesigning the user interface or database structure. This approach 
supports maintainability, performance, integration, and secure access—key considerations when HR professionals 
participate in HRIS selection, implementation, governance, or vendor discussions.
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Microsoft’s architecture guidance describes the same presentation, business, and data-layer separation in an n-tier 
application: N-tier architecture style. For broader HR professional context, HRPA’s competency framework identifies 
technology and data capabilities as relevant to effective HR practice: HRPA Competency Framework.

QUESTION NO: 5

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:

Needs assessment is correct because it is the structured process used to determine whether a performance or 
organizational challenge can appropriately be addressed through learning and development. It gathers and analyzes 
information from relevant stakeholders, including HR professionals, supervisors, managers, and employees where 
appropriate. These perspectives help identify the desired performance standard, the current state, the nature of any gap, and 
the organizational conditions affecting performance.

A sound needs assessment does more than identify a request for a course. It examines whether the gap results from 
insufficient knowledge, skills, or capability—circumstances in which training or development may be useful—or from factors 
such as unclear expectations, inadequate tools, workload, incentives, staffing, or process design. Input from line 
management and HR is particularly important because it connects individual and team performance requirements to 
operational priorities and organizational objectives. In practice, needs assessment commonly incorporates organizational, 
task, and person-level analysis so that learning interventions are relevant, targeted, and aligned with business needs. This 
approach is consistent with the learning and development expectations assessed in the CHRP Knowledge Exam and with 
established learning-needs-analysis practice. See HRPA’s professional resources and the CIPD’s learning needs analysis 
guidance.

QUESTION NO: 6

Which of the following is a negotiation strategy that aims for a "win-win" outcome?

A. Arbitration

B. Distributive bargaining

C. Integrative bargaining

D. Mediation

ANSWER: C 

Explanation:

Integrative bargaining is the negotiation strategy designed to achieve a mutually beneficial, or “win-win,” outcome. It treats 
negotiation as an opportunity to expand value by identifying the underlying interests, needs, and priorities of all parties rather 
than simply dividing a fixed amount of resources. Parties using this approach share relevant information, explore alternatives 
creatively, and seek trade-offs that allow each side to gain on issues it values most. For example, in a workplace setting, an 
employer and employee representative may address compensation, scheduling flexibility, benefits, training, and job security 
together, finding a package that advances both organizational and employee interests. This approach supports constructive 
employment relationships because it emphasizes problem solving, trust, and durable agreements. In HR and labour-relations 
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practice, integrative bargaining is particularly valuable where the parties expect to continue working together and want an 
agreement that addresses interests beyond immediate positions. The Government of Canada’s collective bargaining 
guidance discusses interest-based approaches that focus on parties’ underlying interests and joint problem solving: 
Government of Canada—Collective bargaining. Further background on negotiation processes and interest-based bargaining 
is available from the Federal Mediation and Conciliation Service: FMCS Training Services.

QUESTION NO: 7

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:

Structured on-the-job programs are formal learning because they are deliberately designed and administered rather than 
occurring incidentally during work. A structured program ordinarily identifies the capabilities to be developed, sets out a 
sequence of learning activities or assignments, assigns responsibility for instruction or coaching, and includes defined 
performance expectations or evaluation. Examples can include an apprenticeship, a planned job rotation, or a documented 
workplace-training program in which a learner practises specified tasks under supervision and receives feedback against 
established standards.

This approach supports consistent capability development while connecting learning directly to the work environment. For 
HR professionals, formal workplace learning should be aligned with organizational and individual development needs, 
designed with clear learning outcomes, delivered through appropriate methods and evaluated for its effectiveness. That 
design-and-evaluation focus is central to the Learning and Development responsibilities reflected in HRPA’s professional 
competency resources. See HRPA’s Professional Competency Framework and the Government of Canada’s guidance on 
learning in the workplace for related context on purposeful workplace skill development.

QUESTION NO: 8

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:

Assessing the return on investment of training initiatives is correct because an HR audit evaluates whether training 
investments produce meaningful organizational value relative to their cost. This requires examining credible evidence that 
connects the initiative to intended business outcomes, such as improved productivity, quality, retention, safety, sales, or 
reduced error rates, and then comparing the value of those results with direct and indirect program costs. An ROI-oriented 
review also considers whether outcome measures, data collection practices, responsibilities, and follow-up processes are 
sufficiently reliable to support decisions about continuing, redesigning, or expanding a program. This focus moves evaluation 
beyond confirming that training occurred and toward demonstrating its contribution to organizational objectives and the 
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effective stewardship of resources. The Kirkpatrick model identifies results as the level concerned with the degree to which 
targeted organizational outcomes occur because of training; ROI can extend that results assessment by expressing value in 
financial terms. See Kirkpatrick Partners: The Kirkpatrick Model and the CIPD factsheet on learning and development 
evaluation.

QUESTION NO: 9

An organization introduces a cognitive-ability test for customer service representatives. Six months after hiring, HR 
compares employees’ test scores with their supervisor performance ratings and customer satisfaction results. Which type of 
evidence is HR gathering?

A. Content validity evidence

B. Criterion-related validity evidence

C. Construct validity evidence

D. Reliability evidence

ANSWER: B 

Explanation:

Criterion-related validity evidence is correct because HR is examining whether scores on the selection test are associated 
with later job-performance outcomes. Performance ratings and customer satisfaction results are criteria that indicate success 
in the role. A meaningful relationship supports the conclusion that the test helps predict job performance.

Content validity would focus on whether the test represents important job requirements, while construct validity would 
examine whether the test measures the intended underlying attribute. Reliability concerns the consistency of test results 
rather than their relationship to performance outcomes.

QUESTION NO: 10

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:

These documents provide a standard for HR professionals to follow regardless of employer standards. A professional code 
establishes the profession’s shared expectations for ethical, competent, and accountable practice. HR professionals 
routinely handle confidential employee information, influence workplace decisions, advise organizational leaders, and may 
face pressures that conflict with professional responsibilities. A profession-wide Code of Ethics and Rules of Professional 
Conduct supplies an independent benchmark to guide conduct in those circumstances, rather than making ethical 
obligations dependent solely on the policies, culture, or preferences of a particular employer.

For members and registrants, these standards reinforce that professional duties extend beyond carrying out organizational 
instructions. They support public confidence by articulating expectations such as integrity, competence, confidentiality, 
fairness, and responsibility in professional practice. They also enable the professional regulator to set consistent 
expectations and address conduct that falls below the standards expected of the profession. HRPA identifies professional 
regulation, standards, and guidelines as central to protecting the public interest and maintaining confidence in the HR 
profession. See HRPA’s Standards and Guidelines and its overview of HRPA’s regulatory role.
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QUESTION NO: 11

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:

“What are the infrastructure implications?” is correct because a data-driven HR initiative depends on a sound underlying 
environment for collecting, integrating, storing, securing, governing, and making HR data available for appropriate use. 
Infrastructure considerations include such practical foundations as HR information systems, payroll and applicant-tracking 
integrations, data quality controls, access permissions, privacy safeguards, retention processes, and the technical capacity 
to support reporting and analytics. Addressing these requirements early helps ensure that data is reliable, protected, 
accessible to authorized users, and usable across the organization. In an HR context, the infrastructure must also support 
compliance with applicable privacy obligations because employee information is sensitive personal information. A strategy 
that identifies its infrastructure implications can assess whether current systems can support the intended initiative, where 
data gaps or integration issues exist, and what investments or governance controls are required before insights can be 
generated consistently. This makes infrastructure a foundational concern rather than a later-stage activity. The Government 
of Canada’s guidance on privacy management emphasizes the need for accountable safeguards and appropriate handling 
of personal information, while the Office of the Privacy Commissioner of Canada provides guidance relevant to responsible 
personal-information practices: Government of Canada privacy management framework; Office of the Privacy Commissioner 
of Canada: business privacy.

QUESTION NO: 12

Which component of the 4-component strategy to reduce work-related psychosocial disorders could include an 
employee and family assistance program?

A. A focus on organizational change

B. A focus on information

C. A focus on psychological services

D. A focus on stressors

ANSWER: C 

Explanation:

A focus on psychological services is correct because an employee and family assistance program provides a support 
service for employees and, commonly, their eligible family members who are experiencing personal, family, financial, 
substance-use, or mental-health concerns. These programs typically offer confidential short-term counselling, assessment, 
referral, and crisis support. As such, they help individuals access professional assistance and manage psychological 
difficulties that may affect well-being and work functioning.

In a comprehensive workplace mental-health approach, psychological services are an intervention and support resource: 
they provide care after a concern is identified and can facilitate timely connection to appropriate external treatment or 
community services. This is consistent with the National Standard of Canada for Psychological Health and Safety in the 
Workplace, which recognizes the importance of supports, accommodation, and access to assistance as part of protecting 
and promoting psychological health. The Mental Health Commission of Canada provides an overview of the Standard at 
National Standard of Canada for Psychological Health and Safety in the Workplace. The Canadian Centre for Occupational 
Health and Safety also describes workplace mental-health supports and resources at Mental Health in the Workplace.
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QUESTION NO: 13

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:

Projecting the possible impact of trends on the organization is the most important action because environmental scanning 
has strategic value only when its findings are translated into implications for organizational decisions. An HR professional 
must connect developments in the labour market, economy, regulation, technology, demographics, and the organization’s 
internal environment to foreseeable effects on workforce needs, talent availability, skills, costs, employment practices, and 
organizational priorities. This forward-looking assessment enables HR to advise leaders proactively, identify risks and 
opportunities early, and align people plans with business strategy.

In practical terms, projecting impact means moving beyond simply noticing a trend to considering its likely significance, 
timing, affected stakeholders, and consequences under plausible scenarios. For example, a tightening labour market may 
indicate future recruitment difficulty, wage pressure, or a need for retention and workforce-development initiatives. This is 
consistent with the strategic role expected of HR professionals: using evidence and environmental awareness to support 
informed organizational planning. HRPA identifies strategy as a core area of professional capability, including the alignment 
of HR practices and organizational direction. See HRPA’s Competency Framework and its CHRP designation information.

QUESTION NO: 14

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:

“Take reasonable precautions to ensure the protection of the workers” is correct because an Ontario supervisor has a direct 
legal duty to take every precaution reasonable in the circumstances to protect workers. When a potentially hazardous 
substance is identified, this requires an active, risk-based response rather than waiting for complete confirmation before 
acting. Reasonable precautions may include preventing exposure, securing or isolating the substance or area where 
appropriate, obtaining information about the substance, ensuring suitable protective measures are in place, and promptly 
communicating the potential danger to affected workers. The precise measures depend on the substance, the likelihood and 
severity of exposure, the work being performed, and available controls. This broad duty is designed to ensure supervisors 
respond promptly to foreseeable risks and use practical measures to protect worker health and safety. Ontario’s 
Occupational Health and Safety Act establishes this obligation for supervisors in section 27(2)(c): Ontario OHSA, section 27. 
Ontario’s workplace hazard guidance also supports identifying hazards and implementing controls to prevent worker 
exposure: Guide to the Occupational Health and Safety Act.

QUESTION NO: 15
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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:

Mentoring is the retention and talent-development initiative described because it centres on an experienced, senior individual 
sharing advice, insight, encouragement, and developmental guidance with an employee who has significant potential. A 
mentoring relationship is generally developmental and future-oriented: the mentor helps the employee understand 
organizational realities, expand professional judgment, identify growth opportunities, and navigate a longer-term career path. 
When senior leaders participate, mentoring can also strengthen employees’ connection to the organization and demonstrate 
that the organization is investing in their advancement—important contributors to retaining top talent. The key feature in the 
question is the senior leader’s role in advising and encouraging the employee’s growth and development, which is the core 
purpose of mentoring. This approach can be structured through a formal program or occur through an intentional informal 
relationship, but in either case it supports knowledge transfer, career development, and engagement. The Ontario Public 
Service describes mentoring as a developmental relationship in which a more experienced person provides guidance and 
support: Ontario career mentoring guidance. HRPA also identifies talent management and employee development as central 
HR practice areas: HRPA Insights.

QUESTION NO: 16

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:

“Senior leaders publicly endorse the change but do not alter their own behaviour” represents a particularly consequential 
hidden challenge because employees assess a change not only through formal communications, plans, and training, but 
also through what leaders consistently do. When leaders continue using old priorities, decision-making practices, or work 
habits, their actions signal that the new way of working is not genuinely expected or necessary. This say–do gap weakens 
the credibility of the change, reduces trust in leadership commitment, and makes it easier for employees to retain familiar 
behaviours despite publicly supporting the initiative.

Effective change leadership requires visible sponsorship and active role modelling. Senior leaders must demonstrate the 
desired behaviours, reinforce them through decisions and resource allocation, and hold themselves accountable to the same 
expectations placed on employees. Their conduct shapes organizational norms and helps employees understand that the 
change is operational rather than merely rhetorical. This alignment between messaging and behaviour is central to HR’s 
strategic role in supporting organizational effectiveness, culture, and sustainable adoption. HRPA’s competency framework 
emphasizes strategic contribution and organizational effectiveness, while Kotter identifies sustained leadership engagement 
as essential to embedding change. See the HRPA Professional Competency Framework and Kotter’s change methodology.
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QUESTION NO: 17

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:

Risk perception is the appropriate term because it describes how a person subjectively understands and judges the 
possible harm associated with a hazard. This judgment is not based solely on technical measures of probability or severity. It 
is shaped by the individual’s values, beliefs, familiarity with the situation, personal and observed experiences, sense of 
control, trust in information sources, and understanding of the hazard. Consequently, two employees exposed to the same 
workplace hazard may perceive its seriousness differently and may respond differently to safety information, procedures, 
training, and protective controls.

For HR and workplace health-and-safety practice, understanding risk perception supports effective hazard communication 
and employee engagement. Safety messages should therefore be clear, credible, relevant to the work being performed, and 
responsive to employees’ prior experiences and concerns. Addressing how workers perceive hazards can improve 
recognition of risk and encourage safer behaviour alongside formal hazard controls. The World Health Organization 
discusses risk perception as a factor affecting how people interpret and respond to health risks in its risk-communication 
guidance. Related Canadian workplace-safety resources on identifying and managing hazards are available from the 
Canadian Centre for Occupational Health and Safety.

QUESTION NO: 18

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. Right to work

B. Essential services agreement

C. Wildcat strike

D. Work to rule

ANSWER: D 

Explanation:

Work to rule is the correct term for collective job action in which employees continue reporting to work but deliberately 
perform duties strictly according to the minimum requirements of their job descriptions, workplace rules, policies, and the 
collective agreement. Rather than withdrawing their services entirely, employees cease discretionary effort and avoid 
customary practices that go beyond written rules. Because many workplaces depend on flexibility, informal cooperation, and 
employees completing tasks efficiently rather than mechanically, this strict compliance can substantially slow operations and 
place economic or bargaining pressure on the employer during a labour dispute.

In Ontario labour-relations practice, the legality and consequences of any particular work-to-rule campaign depend on the 
collective agreement, the timing and status of collective bargaining, applicable statutory requirements, and whether the 
conduct amounts to an unlawful strike. The core concept tested here is the tactic’s defining feature: workers remain at work 
while intentionally limiting performance to the prescribed minimum. This is distinct from a complete cessation of work and 
accurately captures the described slowdown. Ontario’s labour-relations framework addresses strikes, lockouts, and related 
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bargaining disputes in the Labour Relations Act, 1995. HRPA identifies labour and employee relations, including collective 
bargaining and labour-relations practices, within its professional competency framework: HRPA Competency Framework.

QUESTION NO: 19

External scanning, monitoring, and competitive intelligence are important factors contributing to which type of external 
analysis?

A. Environmental forecasting

B. Delphi technique

C. Strengths, weaknesses, opportunities, and threats (SWOT) analysis

D. Markov analysis

ANSWER: C 

Explanation:

Strengths, weaknesses, opportunities, and threats (SWOT) analysis is correct because it is a strategic-analysis 
framework that brings together information about an organization’s external environment and its internal capabilities. 
External scanning, ongoing monitoring, and competitive intelligence help decision-makers recognize developments outside 
the organization, including market conditions, competitor actions, demographic shifts, technology changes, economic 
conditions, and regulatory developments. In a SWOT analysis, this externally gathered information is used to identify 
opportunities the organization may pursue and threats it may need to manage or mitigate.

For HR professionals, this process supports strategy by connecting external developments to workforce and people 
implications. For example, intelligence about a tight labour market or a competitor’s new compensation practices can reveal 
strategic talent risks and potential responses. SWOT is therefore useful not simply as a list-making exercise, but as a 
structured way to translate environmental evidence into priorities that inform organizational and HR planning. The strategic-
planning discussion in OpenStax’s external-environment overview describes the importance of assessing external forces, 
while its SWOT analysis overview explains how opportunities and threats arise from the external environment.
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