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Many people don’t realize 
just how closely allied 
the accounting and HR 

professions are. For instance, the 
act that previously governed HR 
professionals in Ontario – the 
Human Resources Professionals 
Association of Ontario Act, 1990 – 
was cribbed from the now obsolete 
Certified General Accountants Act, 
1983, and the new act governing 
the human resources profession in 
Ontario (the Registered Human 
Resources Professionals Act, 2013) 
is virtually identical, clause-for-
clause, to the Certified Manage-
ment Accountants Act, 2010.

The similarities are not acci-
dental, but reflect deep connections 
between the professions, wherein 
real harm can come to the public if 
t he  work  i s  unde r t aken  by 
incompetent or unethical practi-
tioners. In serving this public 
interest, both governing bodies 
must ensure that the professionals 
they govern are competent and 
practise in an ethical manner.

The main difference between 

accounting human resources as 
professions is that the former has 
been at it for a bit longer. Nonethe-
less, the professionalization pro-
cess in HR has accelerated signifi-
cantly over the last few years, 
especially in Ontario. 

In a nutshell, what that means is 
that accountants should expect the 
same level of professionalism from 
registered HR professionals as they 
do of accountants and other profes-
sionals. A fundamental aspect of 
being in a profession is that mem-
bers are accountable to a regulatory 
body for upholding standards. Just 
like accountants, HR professionals 
are accountable to their regulatory 
body — in Ontario, the Human 
Resources Professionals Associa-
tion (HRPA). Those registered with 
the HRPA are required to maintain 
their knowledge and skills at a high 
level and demonstrate the utmost in 
professionalism. Indeed, around the 
corporate table, the accountant and 
the human resources professional 
will often be the only members of 
the management team with real 
accountability to a regulatory body.

All in all, the regulation of HR 
professionals is remarkably the 
same as the regulation of account-
ants in Ontario, which is not sur-
prising given the almost identical 
enabling legislation. There are some 
differences, however. In Ontario, the 
human resources profession decided 
to take a tiered approach to designa-
tions, similar to the one taken by 
nursing (with registered practical 
nurses, registered nurses and nurse 
practitioners), law (paralegals, law-
yers) and other professions. The 
HRPA has three designation levels: 
the certified human resources pro-
fessional (CHRP) at the HR admin-
istrator or co-ordinator level, the 
certified human resources leader 
(CHRL) at the fully independent 
professional level, and the certified 
human resources executive (CHRE) 
at the executive level. 

Although these reflect three dif-
ferent levels of HR practice, the 
accountability for competence and 
professionalism remains the same at 
all levels of designation. The 
counterpart to the chartered profes-
sional Accountant (CPA) would be 

the CHRL. This new framework is 
based on an updated analysis of 
what is expected of HR profes-
sionals after input from many dif-
ferent stakeholder groups. The 
analysis revealed what had been evi-
dent to many for some time: busi-
ness leaders and executives expect 
more of HR professionals today 
than in the past. Human resources 
professionals are expected to be true 
business problem-solvers bringing 
professional expertise and insight to 
the management table, as opposed 
to mere administrators. HR profes-
sionals are expected to demonstrate 
strong analytical abilities in addition 
to relationship management abil-
ities.

Besides revamping its designa-
tion framework, the HRPA upgraded 
its certification processes. These 
designations are by no means light-
weight — they will require signifi-
cant effort to obtain and maintain, 
and having them will indicate that 
the HR professional has met 
rigorous qualifications and require-
ments appropriate to each level. 
Some of the changes have been 

implemented and the rest will be 
phased in over the next few years.

Not all provinces are as far 
along as others along the profes-
sionalization path. Indeed, the pro-
fession is regulated by statute only 
in Ontario and Quebec. Such are 
the challenges of emerging profes-
sions, and the professionalization 
of HR is progressing in the other 
provinces as well.

The field has changed signifi-
cantly over the last decade or so, 
and the pace of change in business 
and the professionalization of HR 
promises to continue at an acceler-
ated pace for some time to come. 
The  HRPA is  commit ted  to 
ensuring that the professionals it 
certifies are up to the challenge of 
this quickly evolving business 
landscape. With this enhanced pro-
fessionalization, accountants may 
find natural allies and partners in 
registered HR professionals.

Claude Balthazard, CHRL, is 
vice-president, regulatory affairs at 
the Human Resources Professionals 
Association.
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50% of Canadians are living pay cheque to pay cheque. Canada’s payroll professionals are responsible for 
ensuring that $865 billion in annual wages and taxable benefits get paid to employees, accurately and on time. 
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What if you didn’t 
receive your Pay Cheque on time?
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