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If you want to pass the PHR/SPHR Exam but don’t have a lot of time for studying keep
reading……You are no doubt a busy professional with a lot of things going on! It can be
challenging to find the time to read and study for the PHR/SPHR Test! However, the truth is
that the PHR TEST is a challenging exam. It is normal to have some anxiety about taking this
test.The test is 225 multiple-choice questions, and they have to be answered within four hours.
The questions are randomly generated, and each test is unique. In order to pass the test, a
score of 500 out of 700 is required. Thorough preparation cannot be overlooked! That is why
the author Matt Webber, a human resources professional, developed the PHR/SPHR Audio
Study Guide! This edition is a audiobook bundle! It contains multiple choice questions with
DETAILED RATIONALES as well as an overview of key human resources concepts It comes in
text & audio format , so that you can listen to it wherever life takes you! It’s sections
include:Business Management and StrategyStrategic
ManagementOrganizationsStrategyWorkforce Planning and EmploymentTotal
RewardsCompensationPayrollBenefitsTraining and DevelopmentEmployee and Labor
RelationsLearning and DevelopmentTalent Planning and AcquisitionPolygraph
TestsForecastingStrategic ManagementRelocationOrganizationsLife CycleStrategyHofstede’s
IBM Employee StudyTypes of OrganizationsQuid Pro QuoFLSAJob AnalysisJob
DescriptionPredictive ValidityDiscriminationInterviewPerformance AppraisalTypes of
EmploymentCompensationIndirect CompensationThe Equal Pay ActPayrollThe Davis-Bacon
Act of 1931Person-Based Pay SystemBenefitsPackagesHealth CareEmployee Assistance
ProgramsThe Learning ProcessKSAMissions and GoalsHawthorne StudiesMentorCollective
BargainingUnionsGrievance ProcedureTypesStrikesProtective Laws and ActsTitle VII of the
Civil Rights ActAmericans with Disabilities ActThe Labor Management Relations
ActOccupational Safety and Health ActSafety ManagementErgonomicsMSDSPolygraph
InstancesInjuriesAccident InvestigationDrug UseThe Drug-Free Workplace
ActAcquisitionRecruitingTypes of ContractsMaintenanceThe Family and Medical Leave
ActMBOConclusionPassing the TestPreparing for the TestWhat to BringConclusionEach
section is divided into subsections making sure all aspects of the exam are covered! If you
listen to or read our study guide, in addition to pursuing other study methods, we are confident
you will pass the PHR/SPHR Exam!So go ahead and scroll up, and click buy for me today!
PLEASE NOTE: When you purchase this title, the accompanying PDF will be available in your
Audible Library along with the audio.

About the AuthorDr Peter Levin is an educational developer at LSE. One of his roles is that of
‘teamwork tutor’ for students working on group projects. Prior to taking up his present position
he lectured in social policy at LSE. He is author of Making Social Policy (Open University
Press, 1997). --This text refers to the paperback edition.
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PHR/SPHR Audio Study Guide Bundle! 2 Books In 1! Complete Review & Practice Questions!
By Matt WebberIntroductionPart 1 – Business Management and StrategyStrategic
ManagementOrganizationsStrategyPart 2 – Workforce Planning and EmploymentPart 3 – Total
RewardsCompensationPayrollBenefitsPart 4 – Training and DevelopmentPart 5 – Employee
and Labor RelationsPart 6 – Risk ManagementPart 7 – Learning and DevelopmentPart 8 –
Talent Planning and AcquisitionConclusionIntroductionChapter 1 – Business Management and
StrategyPolygraph TestsForecastingStrategic ManagementRelocationOrganizationsLife
CycleStrategyHofstede’s IBM Employee StudyTypes of OrganizationsChapter 2 – Workforce
Planning and EmploymentQuid Pro QuoFLSAJob AnalysisJob DescriptionPredictive
ValidityDiscriminationInterviewPerformance AppraisalTypes of EmploymentChapter 3 – Total
RewardsCompensationIndirect CompensationThe Equal Pay ActPayrollThe Davis-Bacon Act
of 1931Person-Based Pay SystemBenefitsPackagesHealth CareEmployee Assistance
ProgramsChapter 4 – Training and DevelopmentThe Learning ProcessKSAMissions and
GoalsHawthorne StudiesMentorChapter 5 – Employee and Labor RelationsCollective
BargainingUnionsGrievance ProcedureTypesStrikesProtective Laws and ActsTitle VII of the
Civil Rights ActAmericans with Disabilities ActThe Labor Management Relations ActChapter 6
– Risk ManagementOccupational Safety and Health ActSafety
ManagementErgonomicsMSDSPolygraph InstancesInjuriesAccident InvestigationDrug UseThe
Drug-Free Workplace ActChapter 7 – Learning and DevelopmentChapter 8 – Talent Planning
and AcquisitionAcquisitionRecruitingTypes of ContractsMaintenanceThe Family and Medical
Leave ActMBOConclusionPassing the TestPreparing for the TestWhat to BringPHR/SPHR
Audio Study Guide – Practice Questions!Best PHR Test Prep to Help You Prepare for the PHR
Exam! Get PHR Certification!© Copyright 2018 - All rights reserved.The content contained
within this book may not be reproduced, duplicated or transmitted without direct written
permission from the author or the publisher.Under no circumstances will any blame or legal
responsibility be held against the publisher, or author, for any damages, reparation, or
monetary loss due to the information contained within this book. Either directly or
indirectly.Legal Notice:This book is copyright protected. This book is only for personal use. You
cannot amend, distribute, sell, use, quote or paraphrase any part, or the content within this
book, without the consent of the author or publisher.Disclaimer Notice:Please note the
information contained within this document is for educational and entertainment purposes only.
All effort has been executed to present accurate, up to date, and reliable, complete information.
No warranties of any kind are declared or implied. Readers acknowledge that the author is not
engaging in the rendering of legal, financial, medical or professional advice. The content within
this book has been derived from various sources. Please consult a licensed professional before
attempting any techniques outlined in this book.By reading this document, the reader agrees
that under no circumstances is the author responsible for any losses, direct or indirect, which
are incurred as a result of the use of information contained within this document, including, but
not limited to, — errors, omissions, or inaccuracies.Table Of ContentsIntroductionPart 1 –
Business Management and StrategyStrategic ManagementOrganizationsStrategyPart 2 –
Workforce Planning and EmploymentPart 3 – Total RewardsCompensationPayrollBenefitsPart
4 – Training and DevelopmentPart 5 – Employee and Labor RelationsPart 6 – Risk
ManagementPart 7 – Learning and DevelopmentPart 8 – Talent Planning and
AcquisitionConclusionIntroductionThe PHR Certification Exam is required in order to get an
SPHR or PHR certificate. The test is 225 multiple-choice questions, and they have to be



answered within four hours. The questions are randomly generated, and each test is unique. In
order to pass the test, a score of 500 out of 700 is required.In addition to passing the exam,
you must also have one of the following to receive certification:%Ï 4 years professional
experience in an HR position + a high school diploma%Ï 2 years professional experience in an
HR position + a bachelor’s degree%Ï 1-year professional experience in an HR position + a
mas1.ter’s degree or higher.This practice test will help give an idea of the questions that will be
on the test, though it is not quite as long. In addition to practice questions, there will also be
answers provided, along with an explanation that gives a good understanding of what makes
the answer correct. These explanations are also concepts that are seen in the associated
study guide, so pairing both together is the best way of preparing for the real test.These
questions are not taken directly from the current test. They have been created based on
previous real-test questions, with updated information included. They are different from any
other questions you might see, though the basic concepts are the same. If you are not sure of
a question, don’t panic to answer. Be sure to listen to the explanation that follows. Even if you
answer correctly you should still listen to the explanation, as it will help give you reminders and
insights on what to expect on the day of the actual test. This information is also included in the
study guide, so looking over that beforehand will be sure to help you ace the test.The most
important thing to remember when taking this test, especially more than once, is not to
memorize the information. Knowing these answers isn’t going to guarantee that you pass the
test on the day of the actual examination. These questions only give an idea of the test
structure and content.Each question will have four options, and sometimes more than one of
them is the best option. If this is the case, there will be an option for you to choose multiple
options. For example, it might be structured as so:Question?Correct answerWrong
answerCorrect answerBoth A and CIf this is the case, you are expected to select D as the right
answer. Selecting just A or C is incorrect. This means that when you are answering each and
every question, you can be sure that there is only one true selection that is correct.Some
questions might involve identifying the different definitions that are used for a specified word or
phrase. There might also be a question in which a word is defined, and you are supposed to
choose the correct word to go along with this definition. The options might include two words
that are very similar, so it’s important to make sure that the best option is selected. If something
is confusing, try taking a break and going back to it in order to approach the decision with a
clearer head.If at any time you don’t understand a question, it might be intentionally structured
in a confusing way. In order to make sure that you’re not getting caught up on anything small or
specific, make sure that you are evaluating each question, and not giving too much time to one
that might be intentionally tricky.This is only a practice exam and does not guarantee any
certification. With that being said, it is still a comprehensive test that will give a good idea of
what is to be expected. You are encouraged to pair it with other study materials and to take the
test more than once, keeping within the time limit of the actual exam. Answering questions in a
timely manner will leave you better prepared for when the day comes to take the actual
test.Good luck!Part 1 – Business Management and StrategyBusiness Management and
Strategy is an important part of the test. For a list of everything that might be included here,
refer to the study guide. There are 18 questions in this part, split between three sections.
Though this part is specifically meant to showcase business management and strategy
questions, the same core concepts and ideas might be seen throughout different sections of
this practice test as well.Strategic ManagementStrategic Management is the first section. This
includes anything that might be involved with how an HRM goes about their management
strategy.What is included in a job characteristics model?Skill varietyTask



significanceAutonomyAll of the aboveAnswer - D - Skill variety, task significance, and
autonomy are all included in a job characteristics model. Not all are required, but they all
qualify as answers to the question.Explanation and key takeaway: A job characteristics model
is comprised of five core job characteristics. These are skill variety, task significance, task
identity, autonomy, and feedback. From these five characteristics, there are five work-related
outcomes that could be a result of this model as well. These are motivation, performance,
absenteeism, satisfaction, and turnover. The job characteristics model is a representation of
the job characteristics theory. This model has been modified, though the core values are what
remains important to an HR manager.Which is NOT included in the strategic role of HR
Management?PlanningDiscovering organizational objectivesDetermining employee resistance
to a geographical locationIssuing polygraph tests to all employeesAnswer - D - In terms of the
strategic role of HR management, issuing polygraph tests to all employees would not be
included. An HRM would, however, plan, discover organizational objectives, and determine an
employee’s resistance to a geographical location.Explanation and key takeaway: There are
many strategic roles that an HRM has, but polygraph testing is not one of them. This can be
remembered by looking at the core administrative functions of an HRM. These are training and
development, benefits administration, recruitment, compensation analysis, and general
employee administration. Recruitment involves putting the word out there about the job, and
initial interviews and background checks. After that, compensation is decided for an individual
employee. Employee benefits are considered at this stage as well. Once that has all been
settled, the HRM will guide an employee through their training and development, and later
maintain general employee administration. None of these steps would include giving an
employee a polygraph test. As an HRM, you won’t be expected to give a polygraph test.When
making relocation plans, it is important for an HRM analyzing geographic and competitive
concerns to first consider:Foot traffic of a locationAn employee’s willingness to relocateWork-
family balanceOrganizational restructuringAnswer - B - If someone in a managerial position is
analyzing geographic and competitive concerns, they must consider a particular employee’s
willingness to relocate to certain geographical locations. Organizational restructuring might be
considered, but only after the employee’s willingness to relocate is determined. Foot traffic and
work-family balance don’t affect what an HR manager might decide.Explanation and key
takeaway: Not every company offers the opportunity of relocation, but when it is presented, the
HRM needs to ensure that there is a proper program in place. A relocation scenario would
involve a relocation package that presents the benefits of relocation to an eligible employee. As
an HR manager, the better prepared you are for relocation services, the smoother everything
will go over in this sometimes-challenging position. An HRM has to be aware of all the
possibilities, benefits, and risks that are involved in a potential relocation. Relocation should
also not be confused with travel opportunities for employees.What kinds of goals are the HRM
responsible for?IndividualSupervisoryOrganizationalA and CAnswer - D – The HRM is
responsible for individual and organizational goals.Explanation and key takeaway: There are
many goals that an HRM has, but they are generally individual and organizational. The HRM is
responsible for ensuring that an organization reaches its goals, while also making sure that the
individual needs of the employees are met. The HRM is responsible for making sure that
organizational human resources are being fulfilled, while also ensuring that there is attention
given to individual employee needs and issues. An HRM isn’t responsible for supervisory
goals.When looking to the future, an HR manager can expect that they will have to deal
with:An older workforceAn abundance of entry-level workersA less radically diverse
workforceWorkers that lack skillsAnswer - A - As an HR manager looks to the future, they can



expect to have to deal with an older workforce. This is especially true for positions that are long-
term. As time goes on, the workforce will always become more diverse. Also, an HRM will
regularly have to deal with entry-level workers and workers that lack skills throughout their
career.Explanation and key takeaway: The world is changing every single day, but that doesn’t
mean that an HRM has to constantly and radically change their approach. There are certain
trends that are going to stay the same, and that includes dealing with workers that lack skills as
well as some entry-level workers. However, as the original workforce becomes older, an HRM
will have to develop strategies for dealing with more long-term and seasoned
employees.Forecasting involves:An analysis of a job, an understanding of external conditions,
and labor supply projectionAn analysis of a job, staffing requirements projection, and labor
supply projectionLabor supply projection, staffing requirements projection, and an
understanding of external conditionsNone of the aboveAnswer - C - Forecasting involves
figuring out labor supply projection, staffing requirements projection, and an understanding of
external conditions. Forecasting does not include an analysis of a job.Explanation and key
takeaway: At its core, forecasting is when labor needs are projected and predicted, and are
used to analyze the effects that might have on a business. Once this basic idea has been
discovered, it is then up to the HRM to staff in order to properly ensure that the labor needs are
being met.But the HRM does more than just hire. They also have to ensure that they are taking
care of the needs of their current employees, while simultaneously looking at how the new
hiring will affect the current status of work. The HRM also needs to check up on how this labor
cost is going to affect other parts of the business, such as sales, office space, and the money
needed for different benefits, compensations, and insurances. Forecasting is like looking at the
weather forecast, only for an HRM, the storm is new hires.OrganizationsThis section is going to
go over strategic management in terms of how it correlates with different operations. This is not
necessarily the order that the test will be in, though it might give the same amount of emphasis
to each different subject.Which of the following is NOT one of the four stages of a business
lifecycle?GrowthMaturityJob designRebirthAnswer - C - Job design is not one of the four
stages of a business lifecycle. Growth, maturity, and rebirth are three out of the four stages of a
business lifecycle.Explanation and key takeaway: Most businesses go through four stages that
affect how they will operate. The first is growth. Whether this is done overnight or over a
decade, all businesses go through a period of growth. In this stage, an HRM would be
responsible for overseeing hiring, recruitment, and evaluation of different employees. Job
design would be a part of growth, but it would not be its own business lifecycle stage.As a
company goes through the second stage, maturity, the HRM will help in maintaining employee
needs, ensuring that different aspects of compensation are being taken care of. This might also
include promotion of a business.The third stage, one that not all businesses will meet, is
rebirth. This is when the company gets a new face, whether it’s from rebranding, relocating, or
recruiting a new managerial staff. The HRM in this process will be responsible for looking back
on the company and evaluating what needs to be done to make sure it runs more
efficiently.The final stage is decline, and in this stage, if it happens, the HRM would be
responsible for cutting employees and other costs that would help keep the business alive for
as long as possible.Forecasting HR demands can be done by using this mathematical
method:Productivity ratiosStatistical regression analysisSimulation modelsAny of these would
be usedAnswer - D - Forecasting HR demands can be done with productivity ratios, statistical
regression analysis, or simulation models. Any of these mathematical methods would aid in
forecasting, and an HRM is also not limited to these three methods.Explanation and key
takeaway: There are many different methods that an HRM can use to forecast their individual



business. For the most part, they would start with setting a goal of what needs to be predicted:
Is the HRM looking at an estimation of market demand, or trying to resolve employee turnover?
A productivity ratio would assess the number of employees it takes to get a certain task done.
This would be helpful in determining how many employees would need to be hired, or which
employees could be moved from what departments.Each of these mathematical methods has
a purpose when it comes to forecasting, and it is up to the HRM to make sure that they are
using the best method for the prediction they need. The more aware an HRM is of all the
mathematical methods there are to aid in forecasting, the better they will be able to make
predictions for their company.Different cultures seek to deal with the fact that the future cannot
be perfectly predicted. According to Hofstede’s cultural dimensions theory, how can different
cultures deal with this?Power distanceUncertainty avoidanceMasculinity/
femininityIndividualismAnswer - B – Different cultures can deal with the fact that the future
cannot be perfectly predicted by using uncertainty avoidance, which is outlined in Hofstede’s
cultural dimensions theory.Explanation and key takeaway: According to Hofstede’s cultural
dimensions theory, uncertainty avoidance is how a society is able to tolerate all of the
uncertainty that comes along with day-to-day operations. You can never predict if there’s going
to be a hurricane that wipes out a planet, or a manager that needs to take sick leave for a
month at a time. We might be able to make certain predictions based on guesses, but there will
always be a level of uncertainty. Uncertainty avoidance refers to how the comfort level of
members of a certain culture might change in various situations that don’t seem to have any
structure.In order to make sure an organization can meet its goal, a certain level of human
resources are needed to help meet the objectives. The process of analyzing and identifying
how much human resources are needed is known as:Operational organizationsHuman
resource planningStrategic organizational managementManagerial organizationAnswer - B -
The process of analyzing and identifying how much human resources is needed is known as
human resource planning. This helps to make sure an organization can meet its goal while
determining how much human resources is needed to meet the objectives.Explanation and key
takeaway: An HRM is responsible for looking over all other staff and making sure their needs
are taken care of, they’re being compensated, and all rules are being followed in order to make
sure that things continue to run smoothly. However, an HRM is also responsible for themselves!
They have to make sure that they are identifying the need for human resources, what the might
require in the future, and how different costs could be cut in their own department. Human
resource planning is important in connecting the overall organization to the actual human
resources.When there is a reduction in size of the overall workforce of an organization, it is
referred to as:LayoffOutsourcingDownsizingTrainingAnswer - C - Downsizing is when there is a
reduction in size of the overall workforce of an organization.Explanation and key takeaway:
Downsizing can occur for many different reasons. It might be to cut costs for a struggling
company. It might also be used as a way to increase profit instead, by looking at positions that
don’t hold as much value as others. Downsizing can also happen during moments of
rebranding, when computers or other services are used in place of positions previously held by
employees.Downsizing a staff can affect not only those that have to lose their jobs, but also the
employees that are left. They might fear that they are next in line to get cut, or they might have
trouble taking on new responsibilities that the former employees left behind. The decision to
downsize is not made by the HRM, but it is up to them to make sure that this operation goes
smoothly, and no one suffers more than they have to.Organization development can be divided
between three different categories. Which is NOT one of the categories?
TechnologicalInterpersonalStructuralExecutiveAnswer - D - Organization development can be



divided between three different categories – technological, interpersonal, and
structural.Explanation and key takeaway: Organization development refers to what it sounds
like – how to develop organizational practices within a business. It starts with a technological
aspect: What can be computerized, digitized, or uploaded to an online storage system? How
can technology improve overall organization and the work efforts of the different employees?
The next stage is interpersonal: What is going on with the employees of a company that can be
changed to be better organized? Finally, a structural standpoint should be established for
HRMs that want to achieve better organization development: What overall, in the structure of
the company, needs to be developed in order to achieve optimal organization?StrategyThis last
section in the first part of the book is going to go over everything else within business
management and strategy that might not have already been covered.What are the dimensions
taken from Hofstede’s IBM employee study?Uncertainty avoidance, long-term orientation,
power distance, individualism, and management commitmentUncertainty avoidance, long-term
orientation, power distance, individualism, and masculine/feminineUncertainty avoidance,
internal standards, orientation, power distance, individualism, and management
commitmentInternal standards, orientation, power distance, individualism, masculine/feminine,
and management commitmentAnswer - B - The five dimensions taken from Hofstede’s IBM
employee study are: uncertainty avoidance, long-term orientation, power distance,
individualism, and masculine/feminine.Explanation and key takeaway: Hofstede’s IBM
employee study aimed to see how different cultures were affected by systematic differences.
His analysis produced four dimensions on which national cultures differentiated. The first
was uncertainty avoidance. This is how comfortable certain people are with change, or
the uncertainty level of different aspects of life. The second is long-term orientation, or how
someone might plan for the future. The third is power distance, which is how others influence
those around them, and to what level they’re comfortable doing so: How willing are people to
accept inequality? The fourth is individualism, which is all about personal needs and whether
or not someone’s personal goals are being met versus the overall goals of the organization.
The final dimension is masculine/feminine, which looks at how masculine and feminine rules
determine different cultural aspects.There are certain stages of a lifecycle of Human Resource
Development. Which is not an example of a stage?GrowthMaturityMiddle
ageIntroductionAnswer - C - Of the stages of a lifecycle of human resource development,
middle age is not one of them. Growth, maturity, and introduction are all considered
stages.Explanation and key takeaway: Much like a business lifecycle, a human resource
development lifecycle has similar stages. They begin with an introduction, where an HRM is
aware of their responsibilities and introduces others to these methods as well. The second
stage is growth, when different aspects of the HRM role are smoothed over. The next stage is
maturity, when peak management is reached, and instead of dying off like a business cycle,
there is a level of management that is maintained, with certain standards in place that are
concrete and secure.A “prospector” organization would include this type of HR
practice:External staffingPromotion of businessConflict resolutionExtensive trainingAnswer - A
- An organization that would be considered a “prospector” would include the HR practice of
external staffing.Explanation and key takeaway: External staffing is when employees are
recruited from outside of a company to fill necessary positions, rather than looking within a
company. This is different than just hiring for an open position. Sometimes, it means looking
elsewhere for a manager rather than at a staff that might have years of experience. A company
that is a “prospector” is one that is looking for innovations and new ways to boost their product
or service. They might consider external staffing as a way to bring fresh life into a company that



desperately needs a change.Which of the following choices best describes Succession Plans?
A layout of an employer’s mission statement, employment requirements, and other legal
documents needed in the hiring process An anticipation of the staffing requirements a
managerial position holds, with a development of high-quality employees in order to meet
these needs statedA plan for what will happen should an HR manager face a strike from a
unionA plan that states who will move into a managerial position should the current position
holder experience death or illness
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Emmanuel Navarro, “A PHR/SPHR exam is a tough and challenging test.. It can be normal to
have some anxiety about taking this difficult examination, but rest assured that the author of
our Audio Study Guide has taken care of everything for you! The guide contains 225 multiple
choice questions with detailed rationales AND an overview on key human resources concepts -
it's all in text so no need to spend your time flipping through pages.To pass the exam, just
study hard from four hours' worth of material--it will take more than studying until 4 am on one
night before exams as recommended by other guides or prep courses out there because it's
got YOU covered!”

ninjafrogger, “Great Value! Decent Study Guide but Don't Expect to Develop Subject Matter
Expertise in HR. This book does what it advertises that it will do - helps you prepare for the
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test. However, the formatting is a little odd - test questions first, then content. The Author claims
it is 2 books in one but I think the presentation is confusing and I'm not sure this is really the
best way to learn the subject matter. Anyway, I think it is best as a refresher since presumably
you would already have a decent amount of HR experience before taking this test to get
certified but if you're new to the world of HR then you might want to look for a book that offers a
more holistic approach to instruction. Then again, it is a low cost purchase and delivers what it
offers. Hard to complain about that. In fact, if this is what you're looking for it's a bargain deal.”

JmzL, “Pretty good. Yeah, it's ok, it's not written by someone who has experience in the field
but it's not bad either. The purpose of the book is to get you through the exam and it does that
well so who cares who wrote it?There are some layout issues and it's a bit sloppy in places but
I liked it. I have worked in the field and have a lot of background knowledge so I was keen to
see how it stacked up and I was impressed and can't see an issue with the content. But it's not
a story and it's not anything other than a book that is prepping you for an exam.I was also
impressed with the amount that was covered. It's very exhaustive in terms of subjects so I don't
see how yu could be left with questions that don't have many answers.Good stuff!”

Michael L. Patterson, Ed.D., “A Test Passing Primer. The book clearly has one mission--to help
readers pass the test. As a result, the format focuses on typical questions and how to choose
the correct answers. There is some background information offered, but it's not deep insight.
The book is focused on tips, tricks, and techniques that can help readers pass these
important--and challenging--exams. Use the book for what it is, a study guide. Choose a
different book if you want to become a master of your craft as an HR professional.”

Trish Allison, “smart prep. I really like the way this exam prep book provides DETAILED
explanations about why the correct answer is the best answer. Once I was able to understand
some of the human resources reasoning behind the correct answers, I was able to apply that
reasoning to other questions and answers. Also, it's really comprehensive. All potential
questions and answers seem to be covered. We'll see when I take the test. All in all a good
exam prep book.”

HeardFam, “Understandable format. The format that the book uses is one that I positively
respond to in reviewing materials for a test. The author's explanation of the answer allows for
me to understand why I could be missing a question and to better be prepared for questions in
certain areas. It was important that author broke the questions in different sections so I knew
where my strengths and weaknesses are for me to find other materials to help me study, as
well.”

Aiken, “A decent study guide. Having gone through many professional certification exams, I
was interested to see how this exam prep guide stacked up. I found it well organized and it
seemed to cover all the relevant areas from the HR profession Body of Knowledge.”

Starfinder, “Clear and Thorough. This guide gives a good understanding of what to expect and
what you need to know to pass the PHR Test. The questions are thorough and by answering
the questions over and over the information becomes your own.”

The book by Peter Levin has a rating of  5 out of 4.0. 45 people have provided feedback.
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