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QUESTION NO: 1

An organization has decided to communicate its compensation philosophy more openly. Employees have historically
received only individual pay notifications and may interpret the new information as a promise that every pay outcome will be
identical. Which message approach is best?

A. Publish salary information without explaining how pay decisions are made
B. Explain pay principles and the legitimate factors that may affect outcomes
C. Avoid discussing why individual pay outcomes may differ

D. Promise that employees in similar jobs will always receive identical pay

ANSWER: B

Explanation:

The organization should explain the compensation philosophy, the factors considered in pay decisions, and the distinction
between equitable processes and identical pay outcomes. This approach increases transparency while setting realistic
expectations about how role value, market position, skills, and performance may affect individual pay decisions.

Publishing salary information without context can increase misunderstanding. Avoiding any explanation of differences
undermines the purpose of greater openness. Promising identical outcomes would be inaccurate where legitimate,
consistently applied pay factors create differences among employees.

QUESTION NO: 2

A company wants managers to introduce a new recognition program consistently, but manager focus groups reveal that
managers are uncomfortable answering employee questions about eligibility and nomination criteria. Which action is most
appropriate before the program launch?

A. Provide managers with a general announcement to forward to employees
B. Train managers using key messages, examples, and question guidance
C. Ask managers to refer all employee questions directly to HR

D. Provide managers with the full policy document without additional support

ANSWER: B

Explanation:

The organization should equip managers with clear key messages, practical examples, anticipated questions, and an
escalation process for issues they cannot answer. Managers are an important communication channel, and consistency
depends on both their understanding of the program and their ability to conduct credible two-way discussions.

A general announcement does not resolve the identified capability gap. Asking managers to direct every question to HR can
reduce their role to message distribution and may create delays. Providing the complete policy without guidance may
overwhelm managers and still leave them unable to explain how the criteria apply in practice.

QUESTION NO: 3

What is a tool that an organization can use to quantify the value of an employee ' s total rewards package?

A. Total rewards statement
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B. Total rewards philosophy
C. Total rewards strategy

D. Total rewards elements

ANSWER: A

Explanation:

A total rewards statement is the appropriate tool because it presents the combined monetary value of the rewards an
employee receives from the organization. It typically consolidates direct compensation, such as base pay and incentives,
with the employer-paid value of benefits, retirement contributions, paid time off, and, where applicable, other rewards. By
translating these components into a clear, individualized summary, the statement helps employees see the full value of their
employment deal rather than focusing solely on cash compensation. This makes it a strategic communication tool: it
supports understanding, reinforces the organization’s total rewards offering, and can improve employees’ appreciation of
benefits that may otherwise be less visible in a regular paycheck. WorldatWork identifies total rewards statements as a
means of communicating the value of the total rewards package. The U.S. Department of Labor also describes total
compensation statements as documents that show employees the value of their wages and benefits. See WorldatWork’s
Total Rewards Model and the U.S. Department of Labor’s benefits information.

QUESTION NO: 4

Your executive vice president has asked you to explain the basic notion of "skill blocks" within the context of skill-based pay
systems design. What two variables would you emphasize?

A. different skills and depth of each skill
B. skill certification and criterion

C. key competencies and training requirements d. broad banding and market value

ANSWER: A

Explanation:

“different skills and depth of each skill” correctly captures the two dimensions used to define skill blocks in a skill-based pay
design. A skill block is a logical, compensable grouping of work-related capabilities that an employee can acquire,
demonstrate, and use. The first variable is the range or type of skills included: the organization identifies distinct skills that
contribute to flexibility, quality, operational capability, or business results. The second variable is depth, meaning the
increasing level of knowledge, proficiency, complexity, or independence expected for a particular skill. Together, these
variables enable a clear progression structure: employees may expand the breadth of their capabilities by learning additional
skills and increase their value by developing greater mastery within a skill area. This design gives leaders a practical
framework for connecting verified, job-relevant skill development to pay opportunities, while helping employees understand
the learning path needed for advancement. It also supports the Total Rewards principle of aligning reward programs with
organizational strategy and desired workforce capabilities. See WorldatWork’s overview of the Total Rewards Model and the
U.S. Office of Personnel Management’s pay systems resources.

QUESTION NO: 5

A benefits team is preparing messages for a workforce that includes office employees, field technicians with limited computer
access, and employees whose family members help make coverage decisions. Which planning activity should occur before
selecting communication channels?

A. |dentify audience segments, access needs, and decision-making influences
B. Select the least expensive channel for all employee groups

C. Develop a campaign theme for the benefits program
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D. Set the production schedule for campaign materials

ANSWER: A

Explanation:

The team should identify the relevant audiences, their information needs, access constraints, and decision-making roles.
Channel selection follows audience analysis because an effective channel must fit how each group receives information and
what it needs to do with the message. In this case, a single intranet-based approach could exclude field technicians and may
not support employees who need to share information with family members.

Choosing the least expensive channel first is a tactical decision that may undermine reach and understanding. Developing a
campaign theme can help create interest, but it does not identify access barriers or audience needs. Setting a production
schedule is also premature until the audiences and channel requirements are understood.

QUESTION NO: 6

Which of the following activities should be conducted during the implementation step of the communication campaign?
A. Identify objectives

B. Evaluate success

C. Determine the budget

D. Gauge audience reaction and feedback

ANSWER: D

Explanation:

Gauge audience reaction and feedback is an implementation activity because communication should be actively
monitored as campaign messages are delivered. Implementation is not merely the mechanical release of emails, manager
materials, intranet content, or meetings; it also involves listening for whether employees are receiving, understanding, and
responding to the messages as intended. Feedback may be gathered through employee questions, manager observations,
pulse surveys, website analytics, attendance, engagement data, help-desk themes, or informal comments. This real-time
information allows the total rewards communicator to clarify confusing content, address emerging concerns, reinforce key
messages through appropriate channels, and adjust timing or supporting materials while the campaign is underway. In a
total rewards setting, this responsiveness is especially important because employees may need practical clarification about
eligibility, enroliment actions, plan changes, or the personal value of a reward program. Ongoing feedback therefore supports
message relevance, audience understanding, and effective execution throughout the rollout. The broader principle of
monitoring communication and using audience insight to refine delivery is reflected in the Chartered Institute of Public
Relations communication resources and the CDC health communication guidance.

QUESTION NO: 7

What is a likely indicator that communication has reached the behavioral tier and is influencing employee commitment and
action?

A. A formal communication process is implemented
B. Employee line of sight is created
C. Employee feedback is utilized

D. Technology is being leveraged.

ANSWER: B
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Explanation:

Employee line of sight is created is the best indicator because behavioral communication goes beyond delivering information
or generating awareness. It enables employees to understand the direct connection among the organization’s strategy, the
value proposition or total rewards program, their own role, and the specific actions they can take. When that connection is
clear, employees can see how their decisions and performance contribute to organizational outcomes and how the rewards
offering supports the desired behaviors. This shared understanding is what turns communication into commitment and
action.

In a total rewards context, line of sight helps employees interpret rewards as a meaningful part of the employment
relationship rather than as isolated pay, benefits, or program details. It makes communication relevant at the individual level:
employees know what matters, why it matters, and what they are expected to do. That relevance supports ownership,
discretionary effort, and behavior aligned with business priorities. WorldatWork’s Total Rewards Model emphasizes aligning
reward elements with organizational strategy and the employee experience, both of which depend on employees recognizing
this connection. See WorldatWork’s Total Rewards Model and the CIPD employee engagement factsheet.
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