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An HR team is facilitating the expatriation of an employee to France with a spouse who is seeking
employment. Which integration support measures should be implemented to ensure family acclimation? 

A. Connecting the spouse with local job placement services
B. Offering a one-time cultural orientation session
C. Providing access to French language courses
D. Securing a long-term rental apartment

Answer: A,C,D
Explanation: Family acclimation is critical for expatriate success. Connecting the spouse with job
placement services supports their career goals, enhancing family satisfaction. Providing access to French
language courses aids communication and integration into the local community. Securing a long-term
rental apartment ensures stable housing, a key factor in acclimation. A one-time cultural orientation
session is insufficient for ongoing integration needs in a long-term assignment.

Question: 1142 

An HR manager evaluates a candidate for an assignment in Egypt, where religion shapes workplace
interactions. The candidate is Christian and unfamiliar with Egypt’s Islamic workplace norms. Which
step best addresses this demographic factor?

A. Evaluate the candidate’s technical qualifications
B. Conduct a cultural training program on Egypt’s religious workplace norms
C. Reassign the candidate to a country with similar religious demographics
D. Review Egypt’s labor laws regarding religious discrimination

Answer: B

Explanation: Egypt’s Islamic workplace norms require cultural adaptability for a Christian candidate. A
cultural training program on these norms addresses the demographic factor of religion, preparing the
candidate for integration. Technical qualifications, reassignment, and labor laws are not directly relevant.

Question: 1143 

Scenario: A U.K. firm hires an Australian expatriate for its Singapore office. Singapore requires specific
preemployment checks. Which check is mandatory, and how does it differ from U.K. standards?

Question: 1141 



A. Singapore enforces psychological assessments; U.K. Equality Act bans non-job tests
B. Singapore requires credit history checks; U.K. ICO limits financial data use
C. Singapore mandates chest X-rays for TB; U.K. GDPR restricts health data collection
D. Singapore requires social media screening; U.K. ACAS restricts social media reviews

Answer: C

Explanation: Singapore’s Employment of Foreign Manpower Act mandates chest X-rays for tuberculosis
screening for work pass applicants. The U.K.’s GDPR restricts health data collection to what is necessary
and proportionate, with no mandatory TB screening. The other options misrepresent Singapore’s
requirements (credit, psychological, social media checks aren’t mandatory).

Question: 1144 

An expatriate family is preparing to relocate from the U.S. to India. The HR manager must evaluate tax
implications. If the employee’s U.S. salary is $120,000 annually, and India’s tax treaty allows a $10,000
exemption, what is the taxable income in India?

A. $108,000
B. $112,000
C. $110,000
D. $120,000

Answer: C

Explanation: India’s tax treaty with the U.S. allows a $10,000 exemption, reducing the taxable income
from $120,000 to $110,000. The calculation is straightforward: $120,000 - $10,000 = $110,000. Other
options misapply the exemption or ignore the treaty.

Question: 1145 

Scenario: A Canadian company assigns an expatriate to Mexico, where the employee earns MXN
2,000,000 annually. Mexico taxes income at 35%, and Canada applies a 30% tax on worldwide income.
A totalization agreement exists. Which total rewards strategies optimize the package? 

A. Tax equalization to align with Canadian tax rates
B. Totalization agreement to avoid dual social security taxes
C. Health insurance compliant with Mexico’s IMSS system
D. Big Mac Index-based salary adjustment



Answer: A,B,C

Explanation: Tax equalization offsets Mexico’s 35% tax, aligning with Canada’s 30% rate to protect net
income. A totalization agreement eliminates dual social security contributions, reducing costs. Health
insurance compliant with Mexico’s IMSS system meets statutory requirements. The Big Mac Index is an
imprecise tool for salary adjustments, failing to capture Mexico’s economic nuances.

Question: 1146 

Scenario: A global chemical company is entering Malaysia, where a PESTLE analysis shows strict
environmental regulations, a multilingual workforce, and a 10% inflation rate. The global strategy
emphasizes operational excellence. Which HR strategy is most effective?

A. Centralize HR processes to streamline operations
B. Use expatriate managers to oversee operations
C. Outsource HR functions to a PEO
D. Localize HR policies to ensure regulatory compliance

Answer: D

Explanation: Strict environmental regulations and a multilingual workforce require localized HR policies
to ensure compliance and effective workforce management, supporting operational excellence.
Centralizing processes risks non-compliance. Outsourcing reduces strategic control. Expatriate managers
increase costs and may lack local expertise.

Question: 1147 

A global energy company is aligning its learning and development (L&D) strategy with its digital
transformation goals. The HR team proposes a blended learning model for 5,000 employees across 10
countries. Which step should you take to ensure the model motivates employees effectively?

A. Conduct a needs assessment to identify skill gaps using Kirkpatrick’s evaluation model
B. Use a 70-20-10 learning framework to prioritize on-the-job training
C. Implement a global LMS with standardized e-learning courses for all employees
D. Design microlearning modules with gamification elements tailored to regional learning preferences

Answer: D

Explanation: Microlearning modules with gamification elements (e.g., badges, leaderboards) tailored to
regional preferences enhance engagement and motivation by delivering bite-sized, interactive content.



This approach aligns with digital transformation by leveraging modern learning trends. A needs
assessment using Kirkpatrick’s model is a preliminary step, not directly motivational. A standardized
LMS risks ignoring regional differences. The 70-20-10 framework is effective but less focused on
motivation through engagement.

Question: 1148 

A global media company is implementing a business partnering HR delivery model across Brazil, Japan,
and the UK. Brazil requires Portuguese-speaking HR staff, Japan needs expertise in group-oriented
culture, and the UK faces Brexit-related compliance issues. The model must optimize costs and expertise.
Which configuration best supports this?

A. Centralize HR in Japan for cultural expertise, ignoring language and compliance needs
B. Outsource all HR to a global vendor for cost savings
C. Establish regional CoEs: Brazil for language, Japan for culture, and the UK for compliance
D. Standardize HR processes globally, bypassing local requirements

Answer: C

Explanation: Regional CoEs address specific needs: Brazil’s language, Japan’s culture, and the UK’s
compliance. This optimizes expertise while maintaining cost efficiency. Centralizing in Japan or
standardizing globally ignores local regulations, and outsourcing risks losing strategic control.

Question: 1149 

A global bank’s PESTLE analysis identifies an environmental factor: strict sustainability regulations in a
new market. The HR strategy must align with a 10% cost reduction goal. Which actions should HR take?
(Select All That Apply)

A. Implementing virtual training to reduce travel-related emissions
B. Ignoring sustainability regulations to focus on cost reduction
C. Integrating sustainability metrics into performance evaluations
D. Using cost-benefit analysis to assess green HR initiatives

Answer: A,C,D

Explanation: Sustainability regulations require HR to align with environmental goals while reducing
costs. Virtual training reduces travel emissions and costs, supporting both objectives. Integrating
sustainability metrics into evaluations ensures employee accountability for green practices. A cost-benefit
analysis assesses the financial impact of green initiatives, ensuring cost efficiency. Ignoring regulations



risks non-compliance and penalties, undermining cost reduction.

Question: 1150 

A global media company is using AI analytics to evaluate employee performance across its offices in the
U.S., UK, and Singapore. The analytics must comply with CCPA, UK GDPR, and Singapore’s PDPA
while using region-specific performance benchmarks (e.g., productivity scores). Which approach ensures
compliance and accuracy?

A. Apply UK GDPR standards globally and use a single performance benchmark
B. Use Singapore’s PDPA as the global privacy standard
C. Use unencrypted data to enhance analytics speed
D. Develop region-specific analytics models with privacy-compliant protocols

Answer: D

Explanation: CCPA, UK GDPR, and Singapore’s PDPA require localized privacy measures. Region-
specific analytics models ensure compliance and incorporate accurate benchmarks, such as varying
productivity scores. Applying one standard globally or using unencrypted data violates privacy laws, and
Singapore’s PDPA alone does not meet U.S. or UK requirements.

Question: 1151 

A global airline is deploying an HR analytics tool to predict employee retention across its hubs in Dubai,
Thailand, and Canada. The tool uses machine learning to analyze variables like flight hours, overtime,
and employee satisfaction scores. The HR team must ensure compliance with the International Labour
Organization (ILO) Convention 98 on collective bargaining, as Thai unions are concerned about data
usage in negotiations. Which steps should HR take to align with ILO standards and local laws? 

A. Conduct a privacy impact assessment (PIA) to evaluate data usage risks under Thailand’s Personal
Data Protection Act (PDPA)
B. Share raw analytics data with Thai unions to support collective bargaining, as required by ILO
Convention 98
C. Implement data anonymization to prevent identification of individual employees in analytics reports
D. Train HR staff on ILO Convention 98 to ensure data usage respects collective bargaining rights

Answer: A,C,D

Explanation: A PIA assesses data risks, ensuring compliance with Thailand’s PDPA and ILO principles
on worker rights. Data anonymization protects employee privacy, aligning with PDPA and ILO



Convention 98’s emphasis on fair treatment. Training on ILO Convention 98 ensures HR respects
collective bargaining rights during data usage. Sharing raw data with unions risks violating PDPA’s data
protection requirements, as ILO Convention 98 does not mandate sharing unprocessed personal data.

Question: 1152 

During a divestiture of a factory in Japan, the HR team must ensure employee welfare for 250 workers.
Japanese law mandates severance under the Labor Standards Act. What is the HR team’s most critical
action?

A. Calculate severance based on U.S. standards for all workers
B. Coordinate with the buyer to ensure compliant severance payments
C. Offer voluntary resignation packages to avoid severance costs
D. Terminate all workers immediately to limit liability

Answer: B

Explanation: Coordinating with the buyer to ensure severance payments comply with Japan’s Labor
Standards Act addresses legal obligations and employee welfare. U.S. standards are irrelevant, voluntary
resignation packages do not guarantee compliance, and immediate termination violates notice
requirements.

Question: 1153 

Your global retail firm engages 90 independent contractors in Argentina for a 1-year e-commerce project.
The contractors use company email, raising misclassification risks. Which policy should you enforce to
mitigate this?

A. Implement a global contractor training program on compliance
B. Require contractors to sign tax compliance agreements
C. Limit contractor access to company communication systems
D. Use a third-party platform to manage contractor payments

Answer: C

Explanation: Limiting contractor access to company email reinforces their independent status under
Argentine labor laws, mitigating misclassification risks. Training or tax agreements don’t address email
integration. A third-party payment platform ensures tax compliance but doesn’t resolve email-related
risks.



Question: 1154 

For an assignment in India, an HR professional calculates costs including a $15,000 housing allowance,
$10,000 car allowance, $5,000 travel allowance, and $3,000 in relocation expenses. What is the total
incremental cost for the first year?

A. $28,000
B. $33,000
C. $38,000
D. $43,000

Answer: B

Explanation: Incremental costs include housing allowance ($15,000), car allowance ($10,000), travel
allowance ($5,000), and relocation expenses ($3,000). Total = $15,000 + $10,000 + $5,000 + $3,000 =
$33,000.

Question: 1155 

A global software company is using a PEO for a small team in a new market. Which benefits and
limitations should HR consider? 

A. Benefit: PEO handles compliance with local tax laws
B. Benefit: PEO enhances employee retention
C. Limitation: PEO may limit control over HR strategy
D. Limitation: PEO requires a large initial investment

Answer: A,C

Explanation: A PEO handles compliance with local tax laws, reducing legal risks. However, it may limit
control over HR strategy, as processes are outsourced. PEOs do not directly enhance retention, as this
depends on internal practices. PEOs are typically cost-effective for small teams, not requiring a large
initial investment.

Question: 1156 



A global gaming company is designing a “follow the sun” HR delivery model across Japan, Germany,
and the US. Japan lacks senior HR talent, Germany faces GDPR compliance challenges, and the US
needs advanced employee engagement expertise. Which configuration optimizes expertise and time zone
coverage?

A. Centralize HR in the US for engagement expertise, ignoring GDPR and talent gaps
B. Outsource HR to a single vendor in Japan for cost savings
C. Establish a global CoE in Germany for compliance, with regional CoEs in Japan for operations and
the US for engagement
D. Decentralize HR fully, with each region handling all functions independently

Answer: C

Explanation: A global CoE in Germany addresses GDPR compliance, while regional CoEs in Japan and
the US optimize operations and engagement expertise, respectively. This ensures time zone coverage for
the “follow the sun” model. Centralizing in the US or outsourcing ignores local needs, and decentralizing
risks inconsistency

Question: 1157 

A global retail bank is using predictive analytics to optimize talent acquisition across its branches in
India, South Africa, and the UK. The analytics must comply with India’s DPDP Bill, South Africa’s
POPIA, and UK GDPR while using region-specific hiring benchmarks (e.g., time-to-hire). Which
approach is best?

A. Apply South Africa’s POPIA standards globally and use a single hiring benchmark
B. Develop region-specific analytics with privacy-compliant data protocols
C. Use unencrypted data to improve analytics performance
D. Use India’s DPDP Bill as the global privacy standard

Answer: B

Explanation: India’s DPDP Bill, South Africa’s POPIA, and UK GDPR require localized privacy
protocols. Region-specific analytics models ensure compliance and incorporate accurate benchmarks,
such as varying time-to-hire metrics. Applying one standard globally or using unencrypted data violates
privacy laws, and India’s DPDP Bill alone does not meet South Africa or UK requirements.

Question: 1158 



A global firm is designing a conflict resolution training program for teams in China (Hofstede’s
collectivism: 20) and Australia (collectivism: 90). Which training design best aligns with these cultural
dynamics?

A. Emphasize individual mediation skills in both regions
B. Train teams to prioritize organizational goals over personal disputes
C. Implement a standardized conflict resolution protocol for both regions
D. Focus on group-based conflict resolution in China and individual mediation in Australia

Answer: D

Explanation: China’s low collectivism (20) emphasizes group harmony, making group-based conflict
resolution effective. Australia’s high collectivism (90) leans toward individualism, favoring individual
mediation skills. Tailoring the training to these cultural preferences ensures relevance and effectiveness in
resolving conflicts.

Question: 1159 

A global pharmaceutical company is deploying an AI-based HR analytics tool to forecast workforce
planning needs across its sites in India, France, and Australia. The tool uses predictive models to analyze
employee skills, turnover, and market trends. The HR team must ensure compliance with the United
Nations (UN) Guiding Principles on Business and Human Rights, which emphasize transparency and
fairness. Which actions should HR take to align with UN principles and local laws? 

A. Conduct an AI fairness audit to ensure the predictive model does not discriminate based on gender or
ethnicity
B. Deploy the tool without transparency, as UN principles do not require algorithmic disclosure
C. Implement a human-in-the-loop review process for AI-driven workforce planning decisions
D. Train HR staff on UN Guiding Principles to ensure ethical use of analytics tools

Answer: A,C,D

Explanation: An AI fairness audit prevents discriminatory outcomes, aligning with UN principles on non-
discrimination. A human-in-the-loop process ensures transparency and accountability, supporting UN
principles and local laws like GDPR (France) and DPDPA (India). Training on UN principles equips HR
to use the tool ethically. UN principles emphasize transparency, so deploying without disclosure violates
these standards and GDPR’s automated decision-making rules.

Question: 1160 

As the HR lead for a global tech company, you are tasked with implementing controls to manage
compliance risks in HR processes across 20 countries. Which controls should you prioritize to ensure



robust risk management and compliance? 

A. External accreditation from ISO 27001 for information security management
B. Multi-level approvals for all employee terminations
C. Quarterly segregation of duties audits for payroll processing
D. Weekly exception reporting for recruitment process deviations

Answer: A,B,C,D

Explanation: External accreditation from ISO 27001 validates robust information security practices,
critical for HR data compliance globally. Multi-level approvals for terminations reduce risks of wrongful
dismissal or bias, ensuring compliance with local laws. Quarterly segregation of duties audits in payroll
prevent fraud and errors by ensuring no single employee controls all aspects of the process. Weekly
exception reporting for recruitment deviations identifies non-compliant practices promptly, enabling
corrective action to maintain global standards.

Question: 1161 

A global tech firm is planning to establish a regional hub in a country with stringent data protection laws
(Legal factor in PESTLE). The HR strategy must ensure compliance while supporting a 25% increase in
regional headcount. Which actions should HR prioritize? (Select All That Apply)

A. Developing a global HRIS with uniform data encryption standards
B. Ignoring local data protection laws to expedite hiring processes
C. Training HR staff on GDPR and local data privacy regulations
D. Partnering with local legal experts to design compliant onboarding processes

Answer: C,D

Explanation: Stringent data protection laws require HR to prioritize compliance to avoid legal penalties
and support the headcount increase. Training HR staff on GDPR and local regulations ensures proper
handling of employee data during recruitment and onboarding. Partnering with local legal experts helps
design compliant processes tailored to the country’s laws, facilitating smooth expansion. A global HRIS
with uniform encryption may not fully address country-specific legal nuances, and ignoring local laws
risks severe penalties and reputational damage.

Question: 1162 

A global pharmaceutical company is revising its performance management system to align with its
diversity and inclusion goals. The HR team proposes a 360-degree feedback system for its 10,000



employees across 20 countries. Which step should you take to ensure the system effectively supports
talent management?

A. Calibrate feedback scores using a Gaussian distribution to normalize performance ratings across
regions
B. Standardize performance metrics globally to ensure consistency in evaluation criteria
C. Implement cultural sensitivity training for all feedback providers to reduce bias in evaluations
D. Use AI-driven sentiment analysis to filter out biased comments in feedback reports

Answer: C

Explanation: Cultural sensitivity training for feedback providers is critical in a 360-degree feedback
system to reduce bias, especially in a diverse, global workforce. This training ensures evaluators
understand cultural nuances, improving the fairness and accuracy of feedback, which directly supports
talent management by fostering equitable performance assessments. Calibrating scores using a Gaussian
distribution addresses rating distribution but not bias. Standardizing metrics risks ignoring regional
differences. AI-driven sentiment analysis may help identify bias but doesn’t address the root cause
through training.

Question: 1163 

A German automotive firm is assigning a parent country national (PCN) to its U.S. subsidiary for a
hybrid assignment. The PCN’s package includes a U.S.-aligned salary, a $3,000 monthly housing
allowance, and one annual home leave. The firm aims to minimize tax liabilities. Which limitation of the
hybrid assignment could increase the PCN’s tax burden?

A. The package lacks a tax equalization policy
B. The home leave may trigger additional German tax obligations
C. The U.S.-aligned salary may exceed German tax thresholds
D. The housing allowance may be taxed as income in the U.S.

Answer: D

Explanation: In a hybrid assignment, the $3,000 monthly housing allowance is often treated as taxable
income in the U.S., increasing the PCN’s tax burden. This is a common limitation, as U.S. tax laws
typically include allowances in gross income unless exempt. While a tax equalization policy could
mitigate this, its absence is not the limitation itself. Home leave or salary alignment may have tax
implications, but the housing allowance’s taxability is the most direct issue impacting the PCN’s net
income.



Question: 1164 

A global retail chain is merging with a competitor in South Africa. The HR team is responsible for
employee selection during the integration. South African law requires affirmative action plans under the
Employment Equity Act. Which approach should the HR team adopt to ensure compliance while
selecting employees for the merged entity?

A. Apply the acquiring company’s global performance metrics to all employees uniformly
B. Use seniority as the sole criterion to streamline the selection process
C. Retain all employees from both companies to avoid legal challenges
D. Develop a selection process incorporating affirmative action criteria aligned with South African law

Answer: D

Explanation: The Employment Equity Act mandates affirmative action to address historical workplace
inequalities in South Africa. Developing a selection process that incorporates affirmative action criteria,
such as diversity targets, ensures compliance while aligning with business needs. Applying global metrics
may violate local law, retaining all employees is impractical, and using seniority alone ignores
affirmative action requirements.

Question: 1165 

An expatriate is being offboarded from a role in Australia. Which actions comply with Australia’s
regulatory and customary offboarding requirements? 

A. Pay out accrued annual leave and long service leave
B. Notify the Australian Taxation Office of the employee’s departure
C. Provide a mandatory severance payment equivalent to one month’s salary
D. Cancel the employee’s work visa with immigration authorities

Answer: A,B,D

Explanation: Paying out accrued annual leave and long service leave is a statutory requirement under
Australia’s Fair Work Act. Notifying the Australian Taxation Office ensures compliance with tax
obligations. Canceling the work visa with immigration authorities is necessary to update records.
Mandatory severance payments are not required unless the termination qualifies as redundancy under
specific conditions.

Question: 1166 



You are designing a global employee investigation plan for a financial services firm after allegations of
harassment in multiple regions. Which steps should be included to ensure legal compliance and fairness? 

A. Appoint an external investigator with expertise in international labor laws
B. Establish a 30-day timeline for completing all investigations
C. Provide legal representation for the accused during interviews
D. Require bilingual investigators for regions with non-English-speaking employees

Answer: A,D

Explanation: Appointing an external investigator with expertise in international labor laws ensures
impartiality and compliance with diverse legal frameworks, critical for global operations. Requiring
bilingual investigators for non-English-speaking regions facilitates accurate communication and fair
treatment of all parties. A fixed 30-day timeline may not be feasible for complex cases, as local laws or
case specifics may require flexibility. Providing legal representation for the accused is not a standard
requirement in internal investigations and may conflict with local regulations or company policies.

Question: 1167 

A multinational bank is implementing a performance management framework for its 25,000 employees.
The framework must use balanced scorecards, comply with Basel III regulations, and leverage a platform
like ADP Workforce Now. Which step ensures compliance and alignment?

A. Use ADP’s default scorecard settings without regulatory checks
B. Standardize scorecards globally, bypassing regulatory reviews
C. Conduct manual scorecard reviews, ignoring ADP customization
D. Train managers on balanced scorecards and Basel III compliance, customizing ADP for local metrics

Answer: D

Explanation: Training managers on balanced scorecards aligns performance with strategic goals, while
Basel III compliance ensures regulatory adherence. Customizing ADP for local metrics respects regional
differences. Default settings risk non-compliance, manual reviews are unscalable, and global
standardization ignores regulatory and cultural nuances.
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