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Global Skill Development Council

Practical HR SKkills and Career

Guide

Understanding HR roles, workplace impact, and the practical

capabilities needed to build a successful career
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1. Introduction

Why HR Skills Matter

Human Resources (HR) connects an organisation’s people needs with its business goals.
HR professionals help attract capable employees, create fair workplace practices,
support performance, develop talent, and maintain compliance. Their decisions can
influence employee experience, workforce stability, productivity, and organisational

reputation.

o« Communication: explaining policies, listening to concerns, and adapting

messages for employees, managers, and leaders.

e Judgement: balancing employee needs, organisational priorities, fairness,

confidentiality, and legal requirements.

e Organisation: coordinating recruitment, onboarding, records, benefits, learning

activities, and employee lifecycle processes.

o Relationship management: building trust so that people are comfortable

raising questions and managers seek HR guidance early.

o Data literacy: using indicators such as time to hire, turnover, absence,

engagement, and training completion to support decisions.

Example: If a department experiences repeated resignations, HR should not simply

advertise replacement roles. A skilled HR professional reviews exit feedback,
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compensation, manager practices, workload, career progression, and engagement data,

then recommends targeted actions to address the underlying causes.

1.1 Demand for HR Professionals

Organisations of every size need people who can manage the employee lifecycle and
advise leaders on workforce decisions. Demand is supported by changing labour
expectations, hybrid work, competition for skills, increased attention to employee
wellbeing, workforce analytics, and the need to interpret employment requirements.
Opportunities may exist in corporate HR teams, consulting firms, recruitment agencies,

public-sector organisations, start-ups, non-profits, and specialist service providers.
o Talent acquisition: finding candidates for high-demand or difficult-to-fill roles.

 Employee relations: supporting fair resolution of concerns, grievances,

attendance issues, and workplace conflict.

e Learning and development: closing skill gaps and preparing employees for

new responsibilities.

o HR operations: improving onboarding, records, payroll coordination, benefits,

policies, and employee service delivery.

o People analytics: turning workforce data into practical insights for managers.
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1.2 Why Practical Skills Matter Beyond Getting an HR Job

Qualifications and HR knowledge may help a candidate enter the profession, but
practical capability determines whether that person can handle real workplace
situations. HR work is rarely limited to memorising policy. [t requires asking the right
questions, documenting facts, maintaining confidentiality, communicating calmly, and

choosing a proportionate response.

e Recruitment scenario: translate a manager’s broad request into a clear role
description, selection criteria, interview plan, and candidate communication

process.

o Employee concern: listen without making premature promises, capture facts

accurately, explain the next steps, and escalate appropriately.

e Performance discussion: help a manager separate assumptions from evidence

and define specific expectations, support, and review dates.

e Onboarding: coordinate access, documentation, introductions, role
expectations, training, and early check-ins rather than treating onboarding as

paperwork alone.

Practical takeaway: Build evidence of ability through sample interview guides,
onboarding plans, policy summaries, employee communications, case-study responses,
and simple HR dashboards. These work samples demonstrate how you think and

operate, not only what you know.
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2. What Does an HR Professional Do?

An HR professional supports employees and managers from workforce planning
through exit. The exact responsibilities depend on the organisation’s size, industry, HR
operating model, and level of role. In a small company, one professional may handle
most HR activities; in a larger organisation, work may be divided among specialised

teams.
e Workforce planning and job design
e Recruitment, selection, offer coordination, and pre-employment checks
e Joining formalities, induction, and onboarding
o Performance enablement, feedback, and development planning
e Learning, career development, succession, and internal mobility
o Employee relations, engagement, wellbeing, and workplace culture
o Compensation, benefits, payroll coordination, and recognition
e HRrecords, technology, reporting, policy administration, and compliance

e Resignations, retirement, offboarding, and exit analysis
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2.1 HR Generalist

An HR Generalist works across several HR disciplines rather than focusing on one
specialist area. The role is especially common in small and medium-sized organisations
or in business-unit HR teams. Generalists often become the first point of contact for
employees and line managers, so they need broad knowledge, sound judgement, and

reliable follow-through.

Coordinate recruitment and interview schedules.

e Prepare offer, joining, confirmation, transfer, and exit documentation.

e Support attendance, leave, benefits, and payroll inputs.

e Answer employee questions and explain policies in plain language.

e Guide managers through probation, performance, conduct, and absence

processes.

e Maintain HR records and prepare routine workforce reports.

o Coordinate engagement activities, learning sessions, and employee surveys.

Example day: A Generalist may begin by checking new-joiner documentation, brief a
manager on a probation review, coordinate interviews for an open role, investigate a
payroll discrepancy, update an absence report, and finish by answering employee

questions about a revised leave policy.
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Key capabilities: prioritisation, accurate administration, interviewing, policy
interpretation, employee communication, basic data analysis, conflict awareness,

confidentiality, and knowing when to seek specialist or legal guidance.

2.2 HR Manager

An HR Manager leads HR delivery for an organisation, location, or business unit. In
addition to handling complex people matters, the manager sets priorities, develops the
HR team, advises senior stakeholders, manages risk, and ensures that HR programmes

support business objectives.

Translate business plans into workforce and talent priorities.

e (Coach managers on performance, organisation design, employee relations, and

change.

e Review complex or sensitive cases and ensure consistent process.

e Own HR policies, service standards, governance, and operational controls.

e Monitor workforce measures and explain trends to leadership.

e Manage HR budgets, vendors, systems, projects, and team capability.

Promote an inclusive, ethical, safe, and high-performing workplace.

Example: When turnover rises in one function, the HR Manager validates the data,
compares teams and tenure groups, consults employees and leaders, assesses workload

and reward practices, and agrees an action plan. The plan may combine manager
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coaching, clearer career pathways, workload changes, targeted retention measures, and

monthly progress reviews.

Key capabilities: business acumen, leadership, negotiation, coaching, risk
management, strategic planning, workforce analytics, change management, and clear

executive communication.

2.3 Career Snapshot

Career aspect HR Generalist HR Manager
Primary focus Broad, hands-on HR service [Leadership, business
delivery partnership, governance,

and team direction

Typical stakeholders Employees, candidates, Business leaders, managers,

supervisors, payroll, and HR [HR team members,

specialists specialists, and external
advisers
Typical decisions Process coordination, policy |Priorities, risk response,

guidance, case triage, and workforce actions, resource
employee support allocation, and complex

cases
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Useful early experience Recruitment coordination, |Generalist or specialist
HR administration, leadership, project
onboarding, employee ownership, manager
queries, and reporting coaching, and complex

employee relations

Possible next steps Senior Generalist, HR Senior HR Manager, Head of
Business Partner, or HR, HR Director, or
specialist role specialist leadership role

How to build toward these roles: Start by mastering dependable HR administration
and employee service, then seek experience in recruitment, reporting, policy,
performance support, and employee relations. Keep examples of problems solved,
processes improved, and outcomes achieved. Progression is strengthened when broad
HR knowledge is combined with measurable results, trusted stakeholder relationships,

and consistent professional judgement.
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3. 10 Traits of an Effective HR Professional

Effective HR professionals combine technical knowledge with behaviours that build
trust and improve decisions. The following traits are valuable at every career stage.
They can be developed through deliberate practice, feedback, reflection, and exposure

to increasingly complex workplace situations.

3.1 Clear Communication

HR must communicate policies, decisions, expectations, and sensitive information in
language the audience can understand. Clear communication includes listening
carefully, checking understanding, choosing the correct channel, and documenting

important discussions without unnecessary jargon.

Explain what will happen, who is responsible, and when the next update will be

provided.

o Adapt the level of detail for employees, managers, candidates, and executives.

e Separate confirmed facts from assumptions or matters still under review.

o Example: Instead of saying, “Your case is being processed,” explain the review

stage, expected timescale, and contact point for questions.
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3.2 Empathy and Emotional Intelligence

Empathy helps HR understand how a situation affects another person, while emotional
intelligence supports self-awareness, emotional control, and constructive responses.
Empathy does not mean agreeing with every request; it means listening respectfully

and considering the human impact while applying policy consistently.
e Use open questions and allow the employee time to explain the issue.
e Recognise emotional signals without guessing motives or making promises.
e Remain calm when another person is frustrated or distressed.

o Example: During a return-to-work discussion, acknowledge the employee’s

experience, clarify available support, and agree practical next steps.

3.3 Integrity and Discretion

HR professionals routinely handle personal information, workplace concerns, pay
details, investigations, and business plans. Integrity means acting honestly and
consistently; discretion means sharing information only with authorised people who

need it for a legitimate purpose.
o Keeprecords secure and avoid discussing sensitive cases casually.
e Declare conflicts of interest and challenge inappropriate requests.

o Use consistent criteria rather than favouritism or personal preference.
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o Example: If a manager asks for confidential medical details that are unnecessary
for a work adjustment, HR should protect the information and provide only

appropriate functional guidance.

3.4 Organization and Attention to Detail

HR work contains deadlines, records, approvals, employee data, and interdependent
processes. Strong organisation reduces delays, missed steps, inconsistent treatment,
and compliance risk. Attention to detail is especially important in contracts, payroll

inputs, case notes, reporting, and policy communication.

Use checklists, calendars, ownership fields, and status trackers.
o Verify names, dates, figures, approvals, and document versions before release.
e Record decisions and follow-up actions promptly.

o Example: A structured onboarding checklist ensures that contracts, system

access, induction, payroll data, and manager check-ins are completed on time.

3.5 Data and Analytical Thinking

Analytical HR professionals use reliable data to define problems, test assumptions,
identify patterns, and evaluate results. They understand that a single metric rarely tells
the full story and combine quantitative information with employee and manager

feedback.

e Check data quality, definitions, time periods, and comparison groups.
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e Track measures such as retention, time to hire, absence, learning completion,

and internal mobility.
e Present the finding, likely causes, limitations, and recommended action.

o Example: If overall turnover appears stable, segmenting the data may reveal

unusually high departures among new hires in one location.

3.6 Sound Judgment Under Pressure

Urgent employee matters can create pressure for an immediate answer. Sound
judgement means pausing long enough to establish facts, assess risk, consult the correct
policy or specialist, and choose a fair, proportionate response. HR should distinguish

between what must happen immediately and what requires fuller review.

Example: When a serious allegation is raised, HR first considers immediate safety and
evidence preservation, then arranges an impartial review. It avoids deciding the

outcome before the relevant people have been heard and the facts have been examined.

3.7 Business Awareness

Business awareness helps HR connect people practices with customer needs, cost,
quality, growth, risk, and operational performance. An effective professional learns how
the organisation earns revenue or delivers its mission, which roles are critical, and

which workforce constraints affect results.

www.gsdcouncil.org 13



http://www.gsdcouncil.org/

@'GSDC

Global Skill Develop

Understand the organisation’s strategy, customers, operating model, and cost

pressures.

Frame HR proposals in terms of workforce impact and measurable business

outcomes.
Consider implementation capacity, not only the attractiveness of an idea.

Example: A learning proposal is stronger when it links the targeted skill gap to

service quality, productivity, risk reduction, or future capability.

3.8 Adaptability and Tech Comfort

Workforce expectations, operating models, and HR technologies continue to change.

Adaptable professionals learn new systems, revise processes when evidence supports

improvement, and help others navigate change. Technology comfort includes using HR

information systems, recruitment platforms, digital learning tools, reporting software,

and responsible automation without losing human oversight.

Learn the purpose, data flow, controls, and limitations of each system.

Test new processes with users and track whether they improve service.

Protect privacy and review automated outputs before acting on them.

Example: When introducing an employee self-service tool, HR provides
guidance, monitors recurring questions, and improves the workflow rather than

assuming adoption will happen automatically.
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3.9 Curiosity and Continuous Learning

Curiosity encourages HR professionals to ask why a problem exists, how employees
experience a process, and what evidence supports a proposed solution. Continuous
learning keeps knowledge current across employment requirements, workforce

practices, technology, analytics, and organisational change.

Review professional guidance, research, case studies, and lessons from

completed work.
e Askexperienced colleagues to explain how they reached difficult decisions.
e Maintain a development log with learning goals and evidence of application.

o Example: After completing a recruitment project, review candidate feedback

and hiring data to identify improvements for the next campaign.

3.10 Leadership and Influence

HR leadership is demonstrated through credibility, consistency, and the ability to move
people toward a constructive outcome. Professionals at any level may need to challenge
a manager, gain support for a new process, guide a project team, or help employees

understand a difficult change.

e Build credibility by preparing thoroughly and following through on

commitments.

o Use evidence, stakeholder interests, and clear options to shape decisions.
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e Challenge respectfully and propose workable alternatives.

o Example: When leaders want to launch a policy quickly, HR can influence the
timeline by showing the employee impact, operational risks, and value of

manager briefing and pilot testing.
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4. How to Improve HR SKills

HR capability grows fastest when learning is connected to practice. A useful
development plan combines feedback, varied assignments, disciplined study, and
reflection. Rather than trying to improve everything at once, select two or three priority

skills, define observable behaviours, and review progress regularly.

4.1 Get Feedback

Request feedback from managers, colleagues, internal customers, and trusted mentors.
Ask about a specific behaviour or piece of work so the response is useful. For example:
“Was my case summary clear and balanced?” or “What could I change when facilitating a
difficult meeting?” Record recurring themes, select one improvement action, and follow

up after practising it.
4.2 Gain Experience Across HR Functions

Broader exposure helps professionals understand how HR processes connect. Volunteer
for projects, shadow specialists, support cyclical work, or take ownership of a small
process improvement. Experience across recruitment, onboarding, employee relations,
learning, reward, reporting, and offboarding builds stronger judgement and supports

later generalist or leadership roles.
e Shadow one specialist team and document what you learned.

e Join a cross-functional HR project with a defined deliverable.
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e Own asmall employee-lifecycle process from planning through review.

e Create a portfolio sample, such as an onboarding plan, interview pack, or policy

communication.

4.3 Build HR Analytics SKills

Begin with spreadsheet fundamentals, data cleaning, basic formulas, pivot tables, charts,
and clear interpretation. Then learn to define metrics consistently and connect them to
a business question. A useful analysis should explain what happened, where it

happened, possible reasons, data limitations, and the action that should be considered.

Practice example: Build a monthly hiring dashboard showing openings, applications,
interview conversion, offers, acceptances, time to hire, and new-hire retention. Add a
brief narrative explaining two insights and one recommended action instead of

presenting figures without context.

4.4 Stay Updated on Employment Laws

Employment requirements vary by jurisdiction and can change. Use authoritative
government sources, recognised professional bodies, and qualified legal advisers where
appropriate. Maintain a legal and policy update calendar, assess changes against current
processes, identify affected stakeholders, and document required updates and
approvals. HR professionals should recognise when a matter exceeds their expertise

and seek specialist advice rather than guessing.
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4.5 Practice Difficult Conversations

Use role-play to practise conversations about performance, conduct, absence, conflict,
rejected requests, and organisational change. Prepare the purpose, relevant facts,
desired outcome, questions, and boundaries before the discussion. During the
conversation, listen, summarise, clarify expectations, and close with agreed actions and

timescales.

1. Prepare: confirm the facts, policy context, objective, and areas where you can or

cannot be flexible.
2. Open: state the purpose clearly and respectfully.
3. Explore: ask questions and listen without interrupting.
4. Respond: explain the decision, expectations, or options in plain language.

5. Close: summarise actions, owners, support, and review dates.

4.6 Take Structured HR SKills Training

Structured training provides a logical sequence, expert guidance, practice activities, and
feedback. Select programmes that cover both knowledge and application, such as
recruitment simulations, employee-relations scenarios, HR analytics exercises, policy
interpretation, and business partnering. After each module, apply one tool at work or in

arealistic case study and capture the result.
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4..7 Example 90-Day HR Skills Plan

Days 1-30: assess current strengths, request feedback, and choose two priority

skills.

Days 31-60: complete targeted learning, shadow a colleague, and practise

through role-play or a small project.

Days 61-90: apply the skills in a real or simulated assignment, measure the

result, and review progress with a manager or mentor.
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5. How to Become an HR Manager

Becoming an HR Manager usually requires a combination of education, broad
operational experience, specialist depth, professional development, and evidence that
you can lead people and influence business decisions. There is no single route, but the

following progression provides a practical roadmap.

5.1 Earn a Relevant Degree

A degree in human resource management, business administration, psychology,
organisational behaviour, labour relations, or a related field can provide a strong
foundation. Relevant modules may cover recruitment, employment relations, reward,
learning, organisational design, research methods, and business strategy. However,

employers often value what a candidate can apply as much as the qualification itself.

e Choose coursework that builds writing, research, data interpretation, and

employment-practice knowledge.

o Use internships, placements, student projects, or volunteering to gain practical

exposure.

e Create work samples, such as a recruitment plan, learning-needs analysis, or

employee handbook section.
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o Example: A psychology graduate can strengthen an HR application by
demonstrating interviewing, survey design, behavioural analysis, and workplace-

project experience.

5.2 Start as an HR Generalist or Coordinator

Entry-level and early-career roles provide exposure to the systems, records, deadlines,
and employee interactions that keep HR operating. An HR Coordinator may concentrate
on administration and process support, while an HR Generalist usually handles a
broader range of employee and manager needs. Both routes can build the credibility

required for later management.

Master employee records, recruitment coordination, onboarding, payroll inputs,

and routine reporting.
e Learn how policies are interpreted and when issues should be escalated.

e Volunteer to support manager briefings, employee surveys, audits, or process

improvements.

e Track achievements such as reduced processing time, improved data accuracy,

or better onboarding completion.

5.3 Develop a Specialization

Specialist experience can differentiate an HR professional and create opportunities to

lead complex work. Common areas include talent acquisition, learning and
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development, compensation and benefits, employee relations, HR operations,
organisational development, diversity and inclusion, people analytics, and HR
technology. A future HR Manager does not need to specialise in every area, but should

build depth in at least one while retaining broad awareness of the employee lifecycle.

Example: A Generalist interested in people analytics might take ownership of turnover
reporting, improve data definitions, build a dashboard, and present retention insights to

managers. This creates evidence of both technical depth and business impact.

5.4 Add a Certification

A recognised HR certification can validate knowledge, add structure to professional
development, and signal commitment to the field. Its value depends on employer
recognition, regional relevance, career stage, assessment quality, and the opportunities
it provides to practise. Certification should complement experience rather than replace

it.
e Choose alevel that reflects your current experience and near-term role goals.
e Check whether target employers request or prefer the credential.

e Confirm renewal, continuing-education, experience, and membership

requirements.

o Apply the learning through workplace projects, case studies, or portfolio

evidence.
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5.5 Build Leadership Experience

Leadership can be developed before formal line-management responsibility. Look for
opportunities to lead a project, mentor a colleague, facilitate meetings, coordinate
vendors, improve a process, or present recommendations to managers. Strong evidence
shows not only what you led, but how you brought people together and what changed

as a result.

Lead an onboarding improvement project across HR, IT, payroll, and hiring

managers.
e Coach ajunior colleague and track improvements in accuracy or confidence.
o Facilitate a policy briefing and respond constructively to challenging questions.

e Present an evidence-based recommendation with options, risks, costs, and

measures of success.

5.6 Move Into HR Management

Before applying for management roles, compare your evidence with the responsibilities
described in target job profiles. Common expectations include advising senior
stakeholders, leading a team or service, handling complex cases, managing risk, using

workforce data, delivering change, and aligning HR priorities with business needs.

e Prepare examples that show the situation, your actions, stakeholder

involvement, measurable result, and lesson learned.
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Demonstrate readiness to lead people, not only complete HR tasks.

Show how your recommendations have supported cost, quality, growth, risk, or

employee experience.

Consider stepping-stone roles such as Senior HR Generalist, HR Team Lead, HR

Business Partner, or Deputy HR Manager.

Example: A strong interview answer might explain how you identified an
onboarding delay, coordinated several teams, reduced the average completion

time, and introduced controls to sustain the improvement.
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6. Choosing the Best HR Certification

The best certification is not necessarily the most expensive or widely advertised option.
[t is the credential that aligns with your target employers, location, experience, learning
needs, and preferred assessment method. Before enrolling, compare several
programmes against consistent criteria and verify current details directly with the

awarding body.

6.1 Employer Recognition

Review job descriptions for roles and locations that interest you. Note which
certifications appear frequently, whether they are required or preferred, and whether
employers accept equivalent credentials. Speak with recruiters, HR leaders, alumni, or

professional networks to understand how the qualification is perceived in practice.

Search a representative sample of job advertisements and count recurring

preferences.

e Check whether recognition is local, regional, or international.

e Distinguish formal employer demand from general brand popularity.

o Example: If your target roles consistently request a particular professional level
or an accepted equivalent, select a programme that meets that requirement

rather than choosing on name recognition alone.
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6.2 Career-Stage Relevance

Entry-level learners may benefit from broad HR foundations and practical terminology.
Experienced professionals may need advanced content in strategy, leadership,
employee relations, analytics, or business partnering. A qualification that is too basic
may add limited value, while one that is too advanced may be difficult to apply without

relevant experience.

Exploring HR: choose a foundation programme with practical examples of the

employee lifecycle.

o Early career: prioritise operational HR, policy application, communication, and

basic analytics.

e Mid-career: look for business partnering, specialist depth, project leadership,

and complex casework.

o Preparing for management: emphasise strategy, leadership, governance,

change, and evidence-based decision-making.

6.3 Assessment Requirements

Understand how competence is assessed before committing time and money.
Programmes may use examinations, written assignments, workplace evidence, case
studies, presentations, interviews, or a combination of methods. Consider prerequisites,
examination conditions, pass standards, resit rules, completion windows, and the time

needed each week.

www.gsdcouncil.org 27



http://www.gsdcouncil.org/

@'GSDC

Global Skill Development Cos

e Does the assessment test recall, application, or both?
e (Can assignments be connected to real HR work?
o Are feedback, sample questions, and learner support available?

e Canyou meet the study schedule alongside work and personal commitments?

6.4 Practical HR Skills

A strong programme should help learners perform workplace tasks, not only define
concepts. Look for realistic scenarios, templates, role-plays, feedback, simulations, and
assignments that require judgement. Valuable outputs might include a structured
interview guide, an onboarding plan, a case summary, a learning proposal, or a

workforce dashboard.

Example: A course on employee relations is more useful when it asks learners to
analyse evidence, plan a fair process, prepare questions, identify risks, and draft a clear

outcome communication.

6.5 HR Analytics, Technology and Al

Modern HR programmes should address data literacy, HR systems, digital service
delivery, automation, and the responsible use of artificial intelligence. Look for content
on data quality, privacy, bias, explainability, human review, and appropriate escalation.
Technology should support better decisions and employee service rather than remove

accountability.
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teach learners to interpret workforce data, not merely

e Does it explain how HR systems support processes and controls?

e Does it address privacy, fairness, security, and human oversight when using AI?

o Example: In an Al-assisted recruitment exercise, learners should review output

quality, test for unfair patterns, protect applicant data, and retain accountable

human decision-making.

6.6 Continued Learning

Certification should be the start of a learning cycle rather than the final destination.

Check renewal periods, continuing professional development requirements,

membership costs, updated learning resources, professional communities, and access to

events or specialist pathways. Choose an approach you can sustain over time.

Certification Comparison Checklist

Criterion

Questions to ask

Recognition

[s it valued by target employers and

relevant in my location?
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Career fit Does the level match my experience

and next role?

Assessment Are the method, workload, cost, and

completion rules suitable?

Practicality Will I practise realistic HR tasks and receive

useful feedback?

Future skills Does it cover analytics, technology, Al,

ethics, and human oversight?

Ongoing value What renewal, continuous learning,
community, and progression options are

provided?
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Final Thoughts

You do not need to master all 10 HR skills at once. Effective professionals continue
developing throughout their careers, and even experienced managers encounter new
situations that require learning, reflection, and support. The most sustainable approach

is to focus on one priority at a time and connect learning to real work.

e Choose one skill: identify the capability that would make the greatest difference

in your current or target role.

o Define a behaviour: describe what improvement would look like in observable

terms.

o Practise deliberately: use a project, role-play, stretch assignment, or real

workplace task.

e Request feedback: ask a trusted person to comment on a specific behaviour or

output.

e Capture evidence: record the outcome, lesson learned, and next improvement

step.
e Repeat: move to the next priority while continuing to reinforce earlier skills.

Final takeaway: A successful HR career is built through consistent, ethical practice.

Qualifications and certifications can open doors, but long-term progress comes from
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solving real problems, treating people fairly, understanding the business, learning from

feedback, and strengthening your judgement one experience at a time.
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LIFETIME VALIDITY
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validity.

EBOOK

Extensive and exclusive Ebook created by
world’s experts to help you with
understanding core concepts.

CREATED BY EXPERTS

GSDC certifications are created and
authored by world’s leading experts in the
field.

LEARNING MATERIALS

Get access to learning materials such as videos,
ebooks, templates, and practice exams, which
will help you clear the certification exam.

* Validate and acknowledge the expertise, abilities, and

LEAR N I NG proficiency of HR professionals.
* Promote continuous professional growth and ongoing

OBJ ECTIVE education for HR professionals.

Enroll now with the

code(@@XTF)T0

avail 20% discount

e www.gsdcouncil.org


https://www.gsdcouncil.org/certified-hr-professional
https://www.gsdcouncil.org/
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