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Topic: 1 
Unified Scenario Simulation 
Kestrel Springs Beverage Recruiting Implementation Setup 
Business Context 
Kestrel Springs Beverage Company bottles spring water, flavored seltzers, and juice drinks for retail and 
food-service customers across several regional markets. Its bottling plants run on seasonal rhythms, 
hiring waves of line operators, warehouse staff, and merchandisers ahead of the summer peak and 
scaling back afterward. Recruiting has until now been handled through spreadsheets and email, and 
each regional plant has run its own hiring in its own way. To bring consistency and speed to seasonal 
hiring, Kestrel Springs has licensed SAP SuccessFactors Recruiting and engaged a partner 
implementation consultant to stand up the recruiter-facing configuration. 
Program Setup 
The engagement is at its planning stage. A fresh SuccessFactors instance has been provisioned for 
Kestrel Springs, and the consultant holds the partner rights needed to work in the implementation back 
end. The customer's talent-acquisition lead expects her own team to administer the system day to day 
once it is live, and she has asked which parts of the setup her in-house administrator can own and which 
the consultant must complete first. The two configuration surfaces — the implementation back end and 
the customer-facing administration area — are new to her. 
Team Structure 
Kestrel Springs runs a small central talent-acquisition team at its head office and a recruiter at each 
regional plant. The central team needs to see hiring activity everywhere to balance staffing across 
plants, while each regional recruiter should work within their own plant's requisitions and candidates. 
Hiring managers on the plant floor will review shortlists but should not roam across the wider candidate 
pool. During a walkthrough, a regional recruiter opened a colleague's view and could see candidates 
from a plant two regions away, which surprised the talent-acquisition lead. 
Configuration Starting Point 
The instance is largely empty. The platform data model, the picklists that will feed requisition and 
candidate fields, and the business rules that will default and validate those fields have not yet been 
established. The project plan the customer drafted lists building job requisitions in the first week, with 
candidate profiles and application steps to follow, and treats the underlying data model as something to 
attach later. The consultant has noted that requisition and candidate configuration rest on that 
foundation. 
Access Context 
Because the plants operate independently, cover arrangements matter. When a regional recruiter takes 
leave during a hiring wave, someone must handle their candidates without losing the trail of who did 
what. The talent-acquisition lead mentioned that in the old world people simply shared logins during 
absences, and she is unsure how the new system should handle stand-in access. 
Communication Context 
Seasonal candidates apply in large numbers over short windows, and Kestrel Springs wants them kept 
informed as their applications move along. The customer also gathers personal details from applicants 
who may never be hired, and the legal team has raised questions about consent and how long candidate 
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data is kept. The lead wants to know when in the project these communication and privacy topics 
should be settled. 
Planning Pressure 
The summer hiring wave is the fixed point on the calendar, and the system must be dependable before 
it begins. The steering group wants a foundation that regional recruiters and the central team can all 
trust, access that matches each person's remit, and candidate communication that runs without manual 
chasing. The consultant's task at this planning stage is to sequence the setup soundly and advise the 
customer on which decisions belong to which layer, rather than rushing configuration that later has to 
be unpicked. 
Your assignment 
You are a partner implementation consultant advising Kestrel Springs Beverage Company at the 
planning stage of a SAP SuccessFactors Recruiting rollout. A fresh instance has been provisioned and you 
hold the partner rights for the implementation back end; the customer's talent-acquisition lead and her 
in-house administrator will run the system day to day. You must advise on how to prepare the instance 
and stand up recruiting administration, how to scope access for a central team and regional recruiters, 
how to sequence the platform data-model and business-rule foundation, and when to settle candidate 
notifications and data privacy. Where an exact tool name, field identifier, or release-specific behavior is 
not provided, reason about the function rather than assuming a precise name 
1. CHALLENGE 1 — Preparing the Recruiting Instance and Admin Center Foundation 
• Advise which setup steps must be completed by the partner in the implementation back end and 
which the customer can administer in the customer-facing area. 
• Recommend an order that prepares the instance and enables recruiting administration before 
requisition and candidate configuration begins. 
• Explain why recruiting administration tools may not yet be reachable and where the enabling step 
lives. 
Checkpoints 
• Confirm the ownership split between partner and customer is clear for each setup step. 
• Confirm recruiting administration is reachable before dependent configuration is scheduled. 
2. CHALLENGE 2 — Scoping Role-Based Permissions for the Recruiting Team 
• Recommend how to grant recruiter capabilities using roles, groups, and a target population rather 
than per-person or blanket grants. 
• Advise how to keep regional recruiters within their own plant's records while preserving the central 
team's cross-region view. 
• Advise how stand-in access should be handled during a recruiter's leave without sharing sign-in 
credentials. 
Checkpoints 
• Confirm each regional recruiter reaches only their own remit and the central team retains full visibility. 
• Confirm cover during absence is accountable and time-bound rather than standing over-scope. 
3. CHALLENGE 3 — Establishing the Data Model and Business Rule Foundation 
• Advise which platform foundations must be in place before requisition and candidate fields are built. 
• Recommend the mechanism that makes a field default or validate consistently across requisitions. 
• Explain the downstream considerations before enabling a structural data-model change. 
Checkpoints 
• Confirm the data model, picklists, and business rules are ready before dependent field work. 
• Confirm defaulting and validation behave consistently rather than depending on manual entry. 
4. CHALLENGE 4 — Planning Candidate Notifications and Data Privacy Setup 
• Advise when candidate consent and data-retention handling should be configured relative to launch. 
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• Recommend the mechanism that sends candidates the appropriate message automatically as their 
applications move through statuses. 
• Distinguish automated notifications from recruiter correspondence when advising the customer. 
Checkpoints 
• Confirm consent and retention are handled from the first candidate record. 
• Confirm status-driven candidate communication runs without manual sending. 

Question: 1   
 
CHALLENGE 1 — Preparing the Recruiting Instance and Admin Center Foundation 
The talent-acquisition lead expects her in-house administrator to own the system once live and asks 
which parts of the initial setup her team can perform themselves and which you must complete first. 
How should you advise her on the ownership split between the two configuration surfaces? 
 
A. Have the in-house administrator perform the full setup in the customer-facing administration area, 
since it exposes every recruiting setting the instance will ever need. 
B. Complete everything yourself in the implementation back end and leave the customer-facing area 
unused, since the back end can drive all recruiting settings directly. 
C. Enable the instance-level recruiting settings yourself in the back end, then hand ongoing 
administration to the customer in the customer-facing area. 
D. Ask the customer to obtain back-end access from SAP so both parties can share the implementation 
setup work throughout the project. 
 

Answer: C     
 
Explanation: 
Some instance-level enablement lives in the partner-only implementation back end, which the customer 
cannot reach, while day-to-day administration belongs in the customer-facing area the in-house team 
will own. Enabling the foundation yourself and handing over ongoing administration matches each task 
to the surface and party that can perform it. 

Question: 2   
 
CHALLENGE 1 — Preparing the Recruiting Instance and Admin Center Foundation 
The customer's draft plan schedules building job requisitions in the first week, with instance preparation 
and recruiting administration treated as things to finish alongside it. 
What sequencing should you recommend? 
 
A. Prepare the instance and set up recruiting administration first, then build the requisition and 
candidate configuration on it. 
B. Start the job requisition build immediately, then return to instance preparation once the first 
requisition is visible to recruiters. 
C. Configure candidate profiles first because they define the data recruiters capture, then prepare the 
instance around them afterward. 
D. Run instance preparation and requisition configuration in parallel from day one so the timeline 
compresses ahead of the hiring wave. 
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Answer: A     
 
Explanation: 
Requisition and candidate configuration build on a prepared instance and enabled recruiting 
administration, so the foundation must exist before the dependent work. Sequencing preparation first 
protects the schedule from rework when the underlying setup later changes. 

Question: 3   
 
CHALLENGE 1 — Preparing the Recruiting Instance and Admin Center Foundation 
The in-house administrator reports that the expected recruiting administration tools do not appear for 
them in the customer-facing area, even though they hold an administrator permission role. 
What is the most likely first thing to confirm? 
 
A. Grant the administrator a broader permission role, since missing administration tools always indicate 
an insufficient role assignment. 
B. Rebuild the administrator's permission group with a wider target population so more recruiting 
objects appear in their menu. 
C. Add the administrator as a proxy for an existing recruiting user so the recruiting tools appear through 
the proxied session. 
D. Confirm the recruiting module is enabled in the instance settings first, since the tools cannot appear 
until the module is turned on. 
 

Answer: D     
 
Explanation: 
Recruiting administration tools cannot surface in the customer-facing area until the recruiting module is 
enabled at the instance level, which is a foundation step separate from any permission assignment. 
Confirming the module is enabled addresses the actual dependency before touching roles. 

Question: 4   
 
CHALLENGE 2 — Scoping Role-Based Permissions for the Recruiting Team 
Kestrel Springs has a recruiter at each regional plant plus a small central team, and you must 
recommend how to grant their recruiting access. 
Which approach should you recommend? 
 
A. Assign each recruiter an individual permission set directly so every person's access is tuned one at a 
time as needs arise. 
B. Build permission roles for recruiter responsibilities and assign them to permission groups with a 
defined target population. 
C. Give all recruiters one broad administrator role now and narrow each person down later once the 
team's needs become clearer. 
D. Grant access through proxy assignments so each recruiter borrows visibility from a central 
administrator whenever they need it. 
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Answer: B     
 
Explanation: 
Role-based permissions are designed around roles that carry capabilities, groups that gather people, and 
a target population that scopes whose records the grant covers. This structure scales across regions and 
keeps access maintainable as the team changes. 

Question: 5   
 
CHALLENGE 2 — Scoping Role-Based Permissions for the Recruiting Team 
Each regional recruiter should work only within their own plant's requisitions and candidates, yet the 
central team must see hiring activity everywhere. During a walkthrough a recruiter could view another 
region's candidates. 
How should the access be designed? 
 
A. Widen every recruiter's target population to all regions so no one is ever blocked, and rely on training 
to keep them within their own region. 
B. Add a field-level permission on the requisition data model to hide other regions, treating the cross-
region visibility as a field configuration matter. 
C. Scope each regional group's target population to its own plant, and grant the central team a group 
whose target population spans all regions. 
D. Remove the central team's broad access so everyone sees only their own region, keeping one uniform 
visibility rule across the whole team. 
 

Answer: C     
 
Explanation: 
The visibility of records is governed by the target population on each group, so scoping regional groups 
to their own plant enforces the boundary while a central group spanning all regions preserves oversight. 
This serves both needs at the permission layer without weakening either. 

Question: 6   
 
CHALLENGE 2 — Scoping Role-Based Permissions for the Recruiting Team 
A regional recruiter will be on leave during a hiring wave, and the talent-acquisition lead notes that 
people used to share logins during absences. She asks how the new system should handle cover. 
What should you advise? 
 
A. Set up a time-bound proxy so a colleague can act for the absent recruiter, and end the proxy when 
the recruiter returns. 
B. Share the absent recruiter's sign-in credentials with the covering colleague for the duration of the 
leave to keep the work moving. 
C. Permanently add the covering colleague to the absent recruiter's permission role so cover is always 
available for any future absence. 
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D. Widen the covering colleague's target population to include everything the absent recruiter could 
see, and leave that in place afterward. 
 

Answer: A     
 
Explanation: 
A time-bound proxy lets a colleague act on the absent recruiter's behalf while preserving an accountable 
trail of who did what, then ends when the recruiter returns. It meets the cover need without standing 
over-scope or shared identities. 

Question: 7   
 
CHALLENGE 3 — Establishing the Data Model and Business Rule Foundation 
Kestrel Springs wants a particular requisition field to be filled in automatically and checked for valid 
entries, so recruiters do not have to remember it during a busy hiring wave. 
Which mechanism should you recommend for this behavior? 
 
A. Hard-code the value into each requisition template so every new requisition opens with the field 
already filled in. 
B. Ask recruiters to enter the value manually each time and add a help text note reminding them, 
keeping the configuration light. 
C. Add the value as a fixed picklist entry and rely on recruiters selecting it, treating the defaulting as a 
data-entry habit. 
D. Configure a business rule to default and validate the field so the behavior applies consistently across 
all requisitions. 
 

Answer: D     
 
Explanation: 
Business rules are the platform mechanism for defaulting and validating field values on defined events, 
so the behavior applies consistently wherever the field appears. This centralizes the logic rather than 
scattering or leaving it to memory. 

Question: 8   
 
CHALLENGE 3 — Establishing the Data Model and Business Rule Foundation 
The team is eager to begin defining job requisition fields in week one. You are asked what must be ready 
before that field work starts. 
What should you advise? 
 
A. Begin defining requisition fields immediately; the underlying picklists and data-model elements can 
be attached to them afterward. 
B. Ensure the platform data model, picklists, and business rules are in place first, since requisition fields 
build on those foundations. 
C. Enable the unified requisition data model right away to avoid any later migration, regardless of the 
current state of the foundation. 
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D. Configure candidate applicant statuses before the data model, since statuses drive the workflow 
recruiters will use most often. 
 

Answer: B     
 
Explanation: 
Requisition fields reference picklists and data-model elements and rely on business rules for their 
behavior, so those foundations must be established before the field work. Preparing them first prevents 
rework once fields are attached. 

Question: 9   
 
CHALLENGE 4 — Planning Candidate Notifications and Data Privacy Setup 
Kestrel Springs collects personal details from many seasonal applicants who may never be hired, and the 
legal team has raised consent and retention questions. The lead asks when in the project these should 
be handled. 
What should you advise? 
 
A. Configure candidate consent and data-retention handling as part of setup, since capturing candidate 
data carries consent obligations from record one. 
B. Defer data-privacy configuration until after launch, since consent only becomes relevant once a large 
volume of candidate data has accumulated. 
C. Rely on the external career portal's default wording alone and treat consent and retention as fully 
handled without any further configuration. 
D. Capture candidate data now and add consent and retention rules retroactively once the legal team 
has reviewed the first hiring wave. 
 

Answer: A     
 
Explanation: 
Consent and retention obligations apply from the moment candidate data is captured, so data-privacy 
handling belongs in the setup rather than after launch. Configuring it as part of the foundation keeps the 
customer's data collection defensible from the first record. 

Question: 10   
 
CHALLENGE 4 — Planning Candidate Notifications and Data Privacy Setup 
The customer wants candidates emailed automatically as their applications move through the pipeline, 
without recruiters having to send each message during the surge. 
Which mechanism should you recommend? 
 
A. Use the message correspondence log as the automation source, since it already records the messages 
recruiters exchange with candidates. 
B. Ask recruiters to send each candidate email manually at every status change, using a shared template 
pasted into their mail client. 
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C. Configure the email notification templates so the system sends the right message automatically as 
candidates move through statuses. 
D. Enable SMS for every candidate interaction instead, since a single channel is simpler to maintain than 
a set of email templates. 
 

Answer: C     
 
Explanation: 
Configured email notification templates let the system send the appropriate message automatically as 
candidates change status, which is exactly the automated, status-driven communication the customer 
wants. It removes the manual sending that would not survive a seasonal surge. 
Topic: 2 
Micro Skill Drill Exam 

Question: 11   
 
A hiring manager at Halvern Apparel Group's corporate headquarters wants to extend an online offer to 
a selected candidate today, worried the candidate may accept a competing offer. The recruiter tries to 
generate the online offer, but the system will not let it be issued. The manager pressures the team to 
simply get something to the candidate quickly by whatever means available. Checking the record, the 
consultant finds that the offer's internal approval route has not yet completed — the required approvers 
have not all signed off. The manager asks the consultant for the right way to proceed so that the 
candidate receives a proper online offer as soon as possible, without creating a problem the business 
will regret later. The consultant must weigh the manager's urgency against how the offer process is 
meant to work. 
What is the correct way to proceed so the online offer can be extended properly? 
 
A. Recreate the offer as a fresh record to clear the current block, and then extend the online offer 
immediately on that new record before the approval route has a chance to run. 
B. Let the offer's internal approval route complete first, since the online offer can be generated and 
extended only once the required approvals are in place on the record. 
C. Grant the recruiter temporary administrator rights so that the recruiter can override the block on the 
record and issue the online offer without waiting for the approvers. 
D. Send the candidate the offer terms directly by email now and record the online offer in the system 
later, once the internal approvals eventually finish running their course. 
 

Answer: B     
 
Explanation: 
An online offer can be generated and extended only once its required approvals are complete, so the 
correct path is to let the approval route finish and then issue the offer properly. This respects the 
dependency the system enforces, ensures the offer carries the authorization it needs, and still gets a 
valid offer to the candidate as soon as sign-off is obtained. It satisfies the urgency within the process 
rather than around it. 

Question: 12   
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Halvern Apparel Group, a global fashion retailer, has just added a recruiter to its EMEA hiring team. The 
recruiter reports that she cannot open any of the job requisitions for her region, even though her 
colleagues can see and work them normally. When another recruiter opens the same records, every 
field displays correctly; on the new recruiter's screen the requisitions simply do not appear in her list at 
all. The recruiting operations lead wants the new recruiter to have access to EMEA requisitions only, 
exactly as the other regional recruiters are already set up, and does not want to widen anyone else's 
access in the process. She asks the consultant for the correct way to grant the new recruiter this regional 
access so she can begin working her openings.  
What is the correct way to give the new recruiter access to her region's job requisitions? 
 
A. Give the recruiter proxy rights to an existing EMEA recruiter so she can work inside that colleague's 
session and reach the regional requisitions that way. 
B. Ask an administrator to add the recruiter as an operator on each open EMEA requisition individually 
so she appears on those specific records one by one. 
C. Open the job requisition data model and widen the field-level permissions on the requisition fields so 
the requisition contents become visible to the recruiter. 
D. Add the recruiter to the permission group whose role grants access to the region's requisition 
population, as the other regional recruiters are set up. 
 

Answer: D     
 
Explanation: 
Access to a requisition population is granted through role-based permissions, where a permission role 
carrying the requisition access is assigned to a permission group with the right target population. Placing 
the recruiter in the group used for the region's recruiters gives her exactly the same scoped access her 
peers have, which is why the requisitions will appear for her. It resolves the visibility gap at the layer 
where record access is actually controlled and keeps everyone else's scope unchanged. 

Question: 13   
 
Halvern Apparel Group's distribution-center hiring team processes very high application volumes across 
many warehouse roles. The recruiting manager wants every application to move through clearly defined 
stages — new, screening, interview, and offer — with the appropriate actions and candidate 
notifications available at each stage. At present the recruiters treat the application steps as little more 
than labels and track a candidate's real progress in their own personal spreadsheets. As a result 
candidates receive inconsistent communication, some stages are skipped, and no two recruiters run the 
pipeline the same way. The manager asks the consultant to make the pipeline itself drive the process, so 
that where a candidate sits determines what can be done and what the candidate is told, rather than 
leaving it to each recruiter's private tracking. 
How should the consultant make the application pipeline drive the process consistently? 
 
A. Create a set of email folders for each stage and have recruiters file every candidate's messages there 
to represent where that candidate currently sits in the process. 
B. Enable the quick apply application so candidates pass through the steps faster, which reduces the 
need to manage individual pipeline stages closely for each warehouse role. 
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C. Configure the applicant statuses so each stage controls the actions and notifications available, making 
the status a candidate moves through drive the pipeline. 
D. Ask recruiters to standardize their personal spreadsheets onto one shared template so that every 
recruiter records the same stages in the same columns for each candidate. 
 

Answer: C     
 
Explanation: 
Applicant statuses define the stages an application moves through and control which actions and 
notifications are available at each step, which is exactly the mechanism that makes the pipeline govern 
the process. Configuring them so each status carries the right behavior means where a candidate sits 
determines what can be done and what the candidate is told, ending the reliance on personal tracking. 
This resolves the requirement at the layer that drives the application workflow. 

Question: 14   
 
Halvern Apparel Group operates several distinct fashion brands under one group. The talent acquisition 
lead wants every job requisition to record which brand a role belongs to, so that recruiters and reporting 
can reliably tell roles apart across the portfolio. Today this brand information is typed by hand into a 
general description field, where the wording varies from recruiter to recruiter and cannot be relied on 
for filtering or reporting. The lead wants a proper, controlled field on the requisition that recruiters 
select consistently, that offers a fixed set of brand values, and that behaves like the other structured 
requisition fields the team already uses. She asks the consultant where and how this brand field should 
be added so that it becomes a dependable part of every requisition. 
How should the consultant add a controlled brand field to the job requisition? 
 
A. Create the brand values as search filter fields on the external career portal so candidates choose a 
brand, and let that candidate selection populate the requisition. 
B. Define the brand field in the job requisition data model with an appropriate field type and field 
permissions so recruiters select it consistently. 
C. Add the brand as a background element on the candidate profile template so it is captured for each 
candidate and then associated back to the requisition afterward. 
D. Add the brand wording into the requisition header and footer text so that the applicable brand is 
displayed on every requisition for recruiters and candidates to read. 
 

Answer: B     
 
Explanation: 
Requisition fields, their types, and their permissions are defined in the job requisition data model, which 
is exactly where a new controlled brand field belongs. Adding it there with a suitable field type and field 
permissions gives recruiters a consistent, selectable value that behaves like the other structured 
requisition fields and can be used for filtering and reporting. This meets the requirement at the layer 
where requisition data is configured. 

Question: 15   
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At Halvern Apparel Group's corporate HR function, an administrator wants a recruiting capability 
switched on for the implementation. In this cloud product the capability is controlled on the restricted 
implementation back end that only registered partner consultants may use, not in the customer 
administration workspace. The administrator has searched through the administration tools available to 
her and cannot find the setting anywhere. She asks the consultant either to point her to where it must 
be hidden in her administration workspace, or to give her the access she needs so she can switch it on 
herself whenever the business asks. The administrator stresses she would prefer to be self-sufficient for 
future changes of this kind. The consultant knows this particular setting lives only on the partner-
restricted back end and that customers are not provisioned to reach it. 
How should the consultant handle enabling the requested back-end capability? 
 
A. Have the partner consultant enable the capability on the implementation back end, since that surface 
is limited to partner consultants and customers cannot reach it. 
B. Grant the customer administrator a login to the restricted implementation back end so she can locate 
and switch on this capability herself now and in future. 
C. Log a request asking SAP to change the setting on the customer's behalf, on the basis that neither the 
partner nor the customer is able to alter this capability. 
D. Direct the administrator to keep searching her customer administration workspace, since any 
recruiting capability can ultimately be toggled there by an administrator. 
 

Answer: A     
 
Explanation: 
The capability is controlled on the restricted implementation back end, and that surface is available to 
registered partner consultants rather than to customers. The correct path is therefore for the partner 
consultant to make the change there, which respects the access boundary while still delivering what the 
business asked for. This places the action with the right role on the surface where the setting actually 
lives. 

Question: 16   
 
A senior recruiter on Halvern Apparel Group's flagship-store hiring team will be away for two weeks 
during a peak seasonal intake, when candidate volumes are at their highest. Her manager needs a 
colleague to keep actioning her in-flight candidates and open requisitions while she is out, and then 
hand the work back cleanly when she returns. The manager is clear that this is temporary coverage: no 
one's permanent role assignments should change, and whatever is put in place should be easy to switch 
off the moment the recruiter is back at her desk. The manager asks the consultant for the cleanest, most 
appropriate way to arrange this short-term coverage so the seasonal pipeline keeps moving without any 
lasting change to who holds which permissions. 
What is the appropriate way to arrange temporary coverage for the absent recruiter? 
 
A. Share the recruiter's sign-in credentials with the delegate for the two weeks so the delegate can 
simply work directly as her while she is away from the office. 
B. Permanently reassign the recruiter's permission role to the delegate so the work continues, and then 
reverse that role change by hand once she is back at her desk. 
C. Export the recruiter's open candidates and requisitions to a file and email it to the delegate so the 
outstanding work can be tracked and actioned outside the system. 
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D. Set up proxy management so a delegate can act on the recruiter's behalf during the absence, then 
remove that proxy assignment as soon as she returns to work. 
 

Answer: D     
 
Explanation: 
Proxy management is the mechanism designed for exactly this situation: it lets a delegate act on another 
user's behalf for a defined period and can be removed cleanly afterward. It provides coverage without 
altering anyone's permanent role assignments and switches off simply when the recruiter returns, which 
matches the temporary, reversible arrangement the manager wants. It solves the coverage need at the 
layer intended for delegated access. 
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