\“‘) GSDC
4 mmm

unml v

U

Giobal Skill Development Council

Ultimate Talent Acquisition

Strategy Guide 2026

A Complete Toolkit for Modern Hiring, Skills-Based Recruitment, and

Future-Ready Workforce Planning

www.gsdcouncil.org 1



http://www.gsdcouncil.org/

1. Introduction

The world of talent acquisition (TA) is evolving at a breathtaking pace. As we approach
2026, organizations must adapt to new realities in the labor market, candidate
expectations, and technological advancements. This guide aims to equip TA teams with
the strategies, insights, and practical tools needed to outpace competition and secure

the best talent.

1.1 Why Talent Acquisition is Changing in 2026

Several factors are driving changes in how companies attract and hire talent. The
traditional methods of posting jobs and waiting for applicants no longer guarantee

success. Here’s why:

o Shift to Remote and Hybrid Work: The pandemic accelerated remote work,
making it a permanent fixture. In 2026, candidates expect flexibility and location-

agnostic roles.

o SKkills Over Degrees: Employers increasingly value skills, certifications, and
real-world experience over traditional degrees. For example, tech companies are

hiring coders based on coding assessments rather than college diplomas.

o Candidate-Driven Market: With skill shortages in critical fields, top candidates
are in the driver’s seat. They often field multiple offers and prioritize company

culture and values.

e Al and Automation: Recruitment processes leverage Al for resume screening,
chatbots for candidate engagement, and predictive analytics for better hiring

decisions.

o Emphasis on Diversity, Equity, and Inclusion (DEI): Organizations are under

pressure to ensure fair, unbiased hiring and build diverse teams.

1.2 Key Forces Shaping the Future of Hiring

To anticipate the future, TA professionals must understand the primary forces at play:
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o Technological Advancements: Tools like Al-powered sourcing, automated
interview scheduling, and virtual reality assessments are streamlining hiring. For
instance, a retail giant might use Al to analyze thousands of applications in

minutes.

e Generational Shifts: Gen Z and Millennials now make up the majority of the
workforce. Their preferences for purpose-driven work, continuous learning, and

work-life balance are reshaping employer value propositions.

e Global Talent Pools: Companies are recruiting globally, increasing competition
but also providing access to diverse skills. For example, a U.S. firm may hire a

software developer in India or Poland for a fully remote role.

o Regulatory Changes: New laws around pay transparency, data privacy (like

GDPR), and gig work are impacting recruitment practices.

e Economic Volatility: Fluctuations in the economy, from inflation to recession
risks, shape hiring budgets and strategies. During uncertain times, companies

may focus on contract or gig workers to stay agile.

1.3 How This Toolkit Helps TA Teams Stay Ahead

This guide is designed not just as a roadmap, but as a hands-on toolkit. Here’s how it

empowers your TA team:

o Practical Templates and Checklists: Access ready-to-use job description

templates, interview scorecards, and onboarding checklists.

e Step-by-Step Strategy Guides: Learn how to build a compelling employer
brand, source passive candidates, and optimize your recruitment funnel with

actionable steps.

o Best Practice Case Studies: See real-world examples of organizations who have
transformed their hiring strategies-like a tech startup that reduced time-to-hire

by 30% using automated assessments.
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e Actionable Metrics: Discover which KPIs to track and how to use data analytics
to improve hiring outcomes. For example, monitor candidate experience scores

to identify bottlenecks.

e Tools for Innovation: Get recommendations for the latest sourcing platforms,

Al-based screening tools, and virtual onboarding solutions.

1.4 By using this toolkit, your TA team can:
e Proactively adjust to changing market conditions
e Deliver a superior candidate experience
e Reduce hiring costs and time-to-fill
e Enhance workforce diversity and inclusion
e Build a future-ready talent pipeline

In the following chapters, you'll find detailed strategies, examples, and resources to help

your organization win the talent war in 2026 and beyond.
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2. Workforce & Hiring Needs Assessment

In the rapidly shifting talent landscape of 2026, a robust workforce and hiring needs
assessment is the cornerstone of effective talent acquisition. Before launching any
recruitment initiative, TA teams must understand the organization’s true talent
requirements-both immediate and long-term. By taking a structured approach to
workforce assessment, teams can align hiring plans with business objectives, optimize

budgets, and ensure the right skills are in place to drive growth.

2.1 Why Workforce Assessment Matters

Accurately assessing workforce and hiring needs helps organizations avoid costly
missteps such as over-hiring, under-staffing, or mismatching skills to roles. It enables
proactive planning, minimizes disruption, and ensures every hire adds strategic value.
This section introduces four essential toolkit components-each designed to make the

assessment process practical and actionable.
1. Headcount Planning Template

The Headcount Planning Template is a foundational tool for forecasting the number of
employees needed across teams and departments. By mapping out projected headcount,

TA professionals can anticipate hiring volumes and allocate resources efficiently.

e Purpose: To provide a clear, data-driven framework for determining staffing

levels based on business goals, anticipated attrition, and growth plans.

e How to Use: Begin by collecting input from department leads on expected
changes, such as new projects, retirements, or expansions. Enter current
headcount, projected needs, and timing into the template. Review historical

hiring data to inform estimates.

o Best Practices: Update the template quarterly to reflect changing business
conditions. Engage finance and operations partners to ensure alignment with

budget and strategic priorities.

2. SKills Gap Analysis Sheet
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The Skills Gap Analysis Sheet helps TA teams identify gaps between the organization’s
current skill sets and those required for future success. This process ensures hiring

efforts target the most critical capabilities.
o Steps to Identify Gaps:
o List key roles and their required competencies based on strategic objectives.

o Assess current team skills through surveys, performance reviews, or manager

feedback.
o Compare current skills to requirements to pinpoint gaps.

o Documenting Findings: Use the analysis sheet to record identified gaps, assign
urgency levels, and recommend action steps such as targeted hiring, upskilling,

or internal mobility.

2.2 Role Prioritization Matrix

Not all hiring needs are created equal. The Role Prioritization Matrix enables TA teams
to systematically rank open positions according to strategic impact, urgency, and

resource availability.

e Criteria for Prioritization: Consider factors such as business criticality, revenue

impact, skill scarcity, and succession planning needs.

e Sample Matrix: Create a grid with roles listed along one axis and criteria on the
other. Assign scores for each criterion, then sum totals to identify high-priority

positions.

o Decision-Making Tips: Review priorities with senior leaders to ensure

consensus. Revisit the matrix regularly as business needs evolve.

2.3 Workforce Forecasting Checklist

Ongoing workforce forecasting is essential for staying ahead of market shifts and
internal changes. The Workforce Forecasting Checklist guides TA teams through a

repeatable, data-driven review process.
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e Checklist Items:

o Collect and analyze internal data (turnover rates, promotions, retirements).
o Monitor external trends (industry benchmarks, labor market shifts).

o Review headcount plans and skills gap analysis.

o Update forecasts based on new projects, regulatory changes, or business strategy

shifts.

e Review Cadence: Schedule monthly or quarterly reviews with key stakeholders

to adjust forecasts and inform proactive hiring decisions.

By leveraging these toolkit components, talent acquisition teams can transform
workforce assessment into a strategic advantage, ensuring every hiring decision is

purposeful, timely, and aligned with organizational goals.
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3. Talent Acquisition Strategy Framework

To compete in today’s dynamic talent market, organizations need a comprehensive,
forward-thinking Talent Acquisition (TA) strategy. This section provides a practical
framework for building a resilient TA function-one that adapts quickly, aligns with

business priorities, and delivers measurable impact.

3.1 Strategic TA Planning Model (2026 Edition)

The 2026 Strategic TA Planning Model is designed to help organizations anticipate
hiring needs, navigate uncertainty, and stay ahead of talent trends. This model
emphasizes a cyclical approach, integrating continuous market analysis, workforce
forecasting, and stakeholder collaboration. Start by aligning talent goals with business
objectives, then build agile plans that can flex as conditions change. Regularly review

outcomes, gather feedback, and adjust tactics to ensure sustained success.

o Key Elements: Market intelligence, scenario planning, regular stakeholder

check-ins, and real-time analytics.

o Implementation Tip: Assign dedicated owners for each phase-planning,

execution, and review-to drive accountability and momentum.

3.2 Internal vs External Hiring Strategy

Deciding when to promote from within versus recruit externally is a critical strategic
choice. Internal hiring leverages existing talent, boosts morale, and reduces onboarding
time, while external hiring brings in fresh perspectives and skills that may not exist
internally. Balance is key: analyze role requirements, succession plans, and current

workforce capabilities to inform the best approach for each vacancy.

e  When to Hire Internally: For roles requiring deep institutional knowledge or

when developing high-potential employees.

e« When to Hire Externally: For positions needing new expertise, innovation, or

when internal candidates are unavailable.

www.gsdcouncil.org 8



http://www.gsdcouncil.org/

@'GSDC

Global Skill Development Cos

o Best Practice: Maintain a transparent internal mobility program to encourage

career growth and retain top performers.

3.3 Skills-Based Hiring Roadmap

Skills-based hiring focuses on a candidate’s competencies rather than traditional
credentials or job titles. This approach expands the talent pool, supports diversity, and
ensures new hires have the precise abilities needed for success. To implement a skills-
based hiring roadmap, start by defining the core skills for each role, update job
descriptions to reflect these requirements, and use assessments to objectively evaluate

candidates’ capabilities.

Steps to Build the Roadmap:

o Identify and validate critical skills for priority roles.

o Revise sourcing strategies to target candidates with proven competencies.
o Integrate skills assessments into the interview and selection process.

o Track outcomes to continuously refine and improve the approach.

e Tip: Collaborate with hiring managers and learning & development teams to

ensure alignment and support upskilling initiatives.

3.4 Future Talent Pipeline Development Sheet

Building a robust talent pipeline is essential for long-term organizational success. The
Future Talent Pipeline Development Sheet offers a structured way to map out high-
potential talent pools, anticipate future skill needs, and nurture relationships with
prospective candidates. Use this tool to identify critical roles that may become vacant,
assess internal and external talent sources, and develop targeted engagement

strategies.

o Components: Talent pool segmentation, succession planning, proactive sourcing

strategies, and regular pipeline health checks.
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e Action Step: Establish regular communication with passive candidates and
invest in employer branding to keep your organization top-of-mind for future

hires.

By applying this Talent Acquisition Strategy Framework, your organization will be well-
positioned to attract, engage, and retain the talent needed to achieve business goals in
2026 and beyond. The following sections will provide in-depth guidance and templates

to put these strategies into action.
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4. Sourcing Strategy Playbook

A modern sourcing strategy is essential for reaching top talent in a competitive
landscape. The Sourcing Strategy Playbook provides actionable tools and insights to
help TA teams identify, engage, and convert candidates through the most effective

channels in 2026.

4.1 High-Impact Sourcing Channels for 2026

In 2026, the most successful talent acquisition teams leverage a mix of traditional and
emerging channels. These include professional networking platforms, specialized job
boards, talent marketplaces, employee referrals, social media campaigns, and virtual
hiring events. Regularly evaluate channel performance using analytics to maximize

reach and optimize recruiting spend.

e Channel Checklist: LinkedIn, niche industry boards, alumni networks, gig

platforms, and community forums.

e Best Practice: Diversify sourcing tactics to avoid over-reliance on any single

channel and tap into passive candidate pools.

4.2 Talent Platform Mapping Sheet

The Talent Platform Mapping Sheet helps TA teams visualize where target candidates
are most active. Map roles against platforms by analyzing engagement metrics,
demographic reach, and skill alignment. Use this sheet to prioritize sourcing

investments and tailor messaging for each channel.

e Action Step: Update the mapping sheet quarterly to reflect shifts in candidate

behavior and platform popularity.

4.3 Referral Program Framework

Employee referrals remain one of the highest-quality sources of new hires. A robust

referral program framework includes clear guidelines, incentives, and feedback loops.
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Ensure transparency in the referral process and recognize employees who contribute to

successful hires.

o Framework Elements: Reward structures, eligibility criteria, streamlined

submission forms, and regular program communications.

e Tip: Promote referral programs through internal newsletters and team meetings

to sustain engagement.

4.4 Sourcing Checklist

Intentional diversity sourcing broadens the talent pool and drives innovation. The
Diversity Sourcing Checklist ensures outreach to underrepresented groups, tracks
sourcing metrics, and integrates inclusive language in job postings. Collaborate with
affinity groups, attend diversity-focused career fairs, and build partnerships with

organizations supporting diverse talent.

e CheckKklist Items: Audit sourcing channels for diversity reach, review job

descriptions for bias, and monitor applicant demographics.

4.5 Global/Remote Sourcing Strategy Guide

With the rise of remote work and global teams, sourcing strategies must adapt to attract
talent regardless of location. The Global/Remote Sourcing Strategy Guide outlines best
practices for international candidate engagement, compliance with local employment
laws, and remote onboarding. Leverage global job boards, virtual networking events,

and region-specific sourcing partners to expand your reach.

o Key Considerations: Time zone differences, language requirements, and

cultural fit assessments.

e Tip: Invest in technology to support virtual interviews and remote

collaboration.

www.gsdcouncil.org 12



http://www.gsdcouncil.org/

@'GSDC

Global Skill Development Cos

5. Al & Automation Implementation

Al and automation are transforming talent acquisition, driving efficiency and improving
candidate experiences. The following tools and guides help TA teams deploy technology

responsibly and strategically.

5.1 Al-in-Recruitment Use Case Map

The Al-in-Recruitment Use Case Map visualizes where Al adds value across the hiring
lifecycle-from candidate sourcing and screening to interview scheduling and
onboarding. Identify opportunities for automation that align with business priorities

and candidate expectations.

o Use Cases: Resume parsing, predictive candidate matching, automated outreach,

and sentiment analysis.

o Tip: Pilot new Al solutions in select workflows before scaling organization-wide.

5.2 Screening Automation Workflow

Automating candidate screening streamlines the process and reduces bias. The
Screening Automation Workflow incorporates Al-powered assessments, structured
scoring rubrics, and automated communications. Ensure transparency in how

automation decisions are made and monitor for fairness.

o Workflow Steps: Configure screening criteria, set up Al tools, validate results

with human oversight, and communicate outcomes to candidates.

5.3 Interview Scheduling Automation Guide

Interview scheduling is a major pain point for both recruiters and candidates. The
Interview Scheduling Automation Guide details how to integrate calendar tools,

chatbots, and self-service portals to reduce manual effort and improve scheduling
speed. Provide options for candidate rescheduling and ensure accessibility across

devices.
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¢ BestPractice: Automate reminders and confirmations to minimize no-shows

and enhance candidate engagement.

5.4 Data & Al Ethics Checklist

Responsible use of Al in recruitment demands a strong focus on ethics. The Data & Al
Ethics Checklist covers data privacy, transparency, bias mitigation, and compliance with
regulatory standards. Regularly review Al tools for fairness and accuracy, and

communicate clearly with candidates about how their data is used.

e Checklist Items: Document Al decision logic, obtain candidate consent for data

use, and audit outcomes for disparate impact.

e Tip: Involve legal and compliance teams when selecting and deploying new Al

technologies.

By implementing these sourcing and automation strategies, talent acquisition teams can
increase efficiency, expand reach, and ensure ethical, high-quality hiring outcomes for

2026 and beyond.
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6. Recruitment Process Optimization

Optimizing the recruitment process is critical to ensuring efficiency, fairness, and a

superior candidate experience. This section provides practical guidance and

customizable templates to help HR professionals and Talent Acquisition (TA) teams

streamline hiring from requisition to onboarding.

6.1 End-to-End Hiring Workflow (Editable Template)

An effective hiring workflow establishes clear stages, responsibilities, and timelines. Use

the following editable template as a starting point and tailor it to your organization’s

needs:
Stage Responsible Party

Requisition Approval Hiring Manager, HR

Job Posting TA Team

Resume Screening  TA Team

Initial Interview TA Team

Skills Assessment TA Team, Technical
Leads

Final Interview Panel

Offer & Acceptance HR, Hiring Manager

Key Actions Timeframe

Submit and approve 1-2 days

job requisition

Draft and publish job 1 day

ad on selected

platforms

Shortlist candidates 2-3 days
based on criteria

Phone/video 2 days
screening

Administer skills- 3 days
based tests

Behavioral and 2 days

technical evaluation

Extend and negotiate Up to 1 week

offer
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Onboarding HR, IT, Manager Initiate onboarding 1-2 weeks

process

Regularly review and update this workflow to address process bottlenecks and evolving

business needs.

6.2 Interview Standardization Templates

Standardizing interviews enhances fairness, reduces bias, and improves decision
quality. Use structured interview guides for each role, ensuring all candidates are

evaluated against the same criteria. An editable interview template might include:

Role-specific question sets

Competency and skills alignment checklist

Behavioral question prompts

Scoring rubric (e.g., 1-5 scale for each criterion)

Encourage interviewers to complete their evaluations independently before group

discussion to minimize groupthink.

6.3 Evaluation Scorecards (Skills-Based)

Skills-based scorecards provide a transparent, objective framework for assessing

candidates. The template below can be customized for each role:
Skill/Competency Assessment Criteria Score (1-5) Comments

Technical Expertise Relevant
certifications,

practical application

Problem Solving Analytical thinking,

solution orientation
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Communication Clarity, conciseness,

active listening

Teamwork Collaboration, conflict
resolution
Cultural Fit Alignment with

organizational values

Use these scorecards during panel discussions to support objective, data-driven hiring

decisions.

6.4 Candidate Experience Journey Map

Mapping the candidate experience helps identify pain points and opportunities for

improvement. The journey typically includes:
1. Awareness: Candidate learns about the company and open roles.
2. Application: Candidate submits application materials.
3. Screening: Initial assessment and communication.
4. Interview: Series of interviews and assessments.
5. Offer: Negotiation, acceptance, and pre-boarding.
6. Onboarding: Integration into the organization.

For each stage, document candidate touchpoints, emotions, and feedback opportunities.
Use this map to implement targeted enhancements, such as faster response times,

transparent communication, and personalized outreach.
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7. Recruitment Metrics & Dashboard Kit

Data-driven decision-making is fundamental to modern talent acquisition. This section
outlines key TA KPIs for 2026, provides dashboard and tracking templates, and explains

methods for analyzing offer acceptance and drop-off rates.

7.1 TA KPI Definitions (2026 Standard)

o Time to Fill: Average number of days from job requisition approval to accepted

offer.
o Time to Hire: Days from candidate application to accepted offer.

e Quality of Hire: Post-hire performance ratings, retention rates, and manager

satisfaction.
e Source of Hire: Percentage of hires by sourcing channel.

o Offer Acceptance Rate: Number of accepted offers divided by total offers

extended.
o Candidate Experience Score: Survey-based measure of candidate satisfaction.

o Diversity Hiring Metrics: Representation of hires from underrepresented

groups.
e Cost per Hire: Total recruiting costs divided by number of hires.
o Recruiter Productivity: Number of hires per recruiter within a specific period.

Consistently track and benchmark these metrics to identify trends and opportunities for

improvement.

7.2 Dashboard Templates (Excel/Sheets)
o KPI Summary Table: Display key metrics by month, quarter, or year.

Visual dashboards support real-time insights and executive reporting. The following

template structure is recommended for Excel or Google Sheets:
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e Visual Charts: Bar/line graphs for time to fill, source of hire, and diversity

metrics.
o Trend Analysis: Conditional formatting to highlight positive/negative trends.
o Interactive Filters: By department, role, location, or recruiter.

Downloadable dashboard templates can be easily adapted to your reporting needs.

Regularly update data sources to ensure accuracy and relevance.

7.3 Conversion Rate Tracking Sheet

Tracking conversion rates at each recruitment stage is essential for pinpointing drop-off

points and optimizing the funnel. A sample tracking sheet might include:

Stage Candidates Entered Candidates Conversion Rate

Advanced (%)
Application
Screening
Interview
Offer
Hire

Calculate conversion rates by dividing the number of candidates who advance to the
next stage by the number who entered the previous stage. Monitor these rates over time

to identify areas for process improvement.

7.4 Offer Acceptance & Drop-Off Analysis

Understanding why candidates accept or decline offers is crucial for refining your
employer value proposition and reducing offer declines. Steps for effective analysis

include:

1. Track all offers extended, accepted, and declined.
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2. Collect feedback from declined candidates via short surveys or follow-up calls

to identify common reasons (e.g., compensation, role fit, other offers).
3. Segment data by role, department, and source to spot patterns.

4. Visualize offer acceptance and drop-off rates in your dashboard for regular

review.

5. Collaborate with hiring managers to address recurring issues and enhance the

offer process.

By measuring and responding to these insights, TA teams can continuously improve

recruitment outcomes and candidate engagement.

www.gsdcouncil.org 20



http://www.gsdcouncil.org/

@'GSDC

Global Skill Develop

8. Hiring Manager Collaboration Tools

Effective collaboration between Talent Acquisition (TA) and hiring managers is key to
successful hiring outcomes. The following tools and frameworks facilitate seamless
communication, clear expectations, and timely feedback throughout the recruitment

process.

o Hiring Manager Intake Form: This form ensures alignment from the outset by
capturing essential details about the open role, required skills, team culture, and
success criteria. Typical sections include position overview, must-have and nice-
to-have qualifications, anticipated start date, interview panel composition, and
screening preferences. A well-structured intake form sets the foundation for

targeted sourcing and reduces miscommunication.

¢ Role Alignment Questionnaire: Use this questionnaire to clarify expectations
and eliminate ambiguity regarding the role’s responsibilities and required
competencies. Sample questions include: “What are the top three objectives for
this role in the first 6 months?” and “Which skills are non-negotiable versus
trainable?” Sharing responses with the recruiting team ensures consistent

candidate evaluation and messaging.

o Feedback Time-SLA Framework: Timely feedback is critical to maintaining
candidate engagement and a streamlined process. Implementing a Service Level
Agreement (SLA)-for instance, requesting interview feedback within 24-48
hours-sets clear expectations with hiring managers. Visual progress trackers or
automated reminders can help reinforce adherence to these timelines, reducing

bottlenecks and drop-offs.

e Communication Templates: Standardized email templates and message guides
support efficient, professional, and consistent communication between TA and

» o«

hiring managers. Examples include: “Candidate Shortlist Submission,” “Interview
Schedule Confirmation,” and “Offer Recommendation Request.” Templates can be

tailored for context and stored in a shared library for quick access.
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Integrating these tools into your hiring process fosters transparency, accountability,

and trust, ultimately leading to better recruitment outcomes.
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9. Candidate Experience Enhancement Tools

Delivering an outstanding candidate experience is essential for employer branding and

talent attraction. The following tools help ensure every candidate interaction is positive,

informative, and efficient.

Job Description Optimization Checklist: A clear, inclusive, and compelling job
description is the candidate’s first impression of your organization. Use a
checklist to verify that the job title is accurate, responsibilities are clearly
defined, qualifications differentiate between required and preferred, and
language is inclusive and free from bias. Also, ensure that the application process

and timeline are transparent.

Communication Templates (Email and Chat): Pre-crafted templates for

candidate communications reduce response times and improve consistency.

» « » o«

Examples include: “Application Received,” “Interview Invitation,” “Process
Update,” and “Regret Notification.” For chat-based touchpoints, use concise but
friendly scripts that acknowledge candidate questions and provide timely

updates.

Candidate NPS Measurement Sheet: The Net Promoter Score (NPS) gauges
candidate satisfaction and likelihood to recommend your hiring process. Provide
departing candidates with a brief survey, typically asking, “On a scale of 0-10,
how likely are you to recommend us to other job seekers?” Aggregate results in a
sheet segmented by stage, department, or recruiter to identify patterns and

prioritize improvements.

Virtual Interview Guidelines: As virtual interviews become standard, share
best practices with both candidates and interviewers. Key points include: check
technology and internet connectivity in advance, ensure a quiet and professional
setting, and dress appropriately. Provide candidates with clear instructions and a
contact for technical support. For interviewers, encourage active listening, clear

introductions, and timely follow-up to maintain a positive candidate experience.
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By equipping your TA team with these practical tools, you can elevate the experience for
both candidates and hiring managers, driving better hiring outcomes and strengthening

your organization’s reputation in the talent market.
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Conclusion

This Toolkit is designed to help recruitment and HR teams navigate a rapidly evolving
hiring landscape with clarity and confidence. It brings together all the essential tools
needed to align talent acquisition with business priorities-covering workforce planning,

sourcing strategy, Al-enabled hiring, candidate experience, and recruitment analytics.

This toolkit simplifies complex hiring challenges by offering ready-to-use templates,
checklists, scorecards, dashboards, and planning frameworks tailored for modern,
skills-focused recruitment. From assessing skills gaps and building future talent
pipelines to standardizing interviews and optimizing KPIs, every section supports

smarter, faster, and more consistent hiring decisions.

With this guide, teams can streamline their workflows, strengthen collaboration with
hiring managers, improve candidate experience, and build recruitment strategies that

are scalable and future-ready for 2026 and beyond.
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CERTIFIED ~y

RECRUITMENT D'GSDC
PROFESSIONAL (CRP) Recruitment

Professional
Gain Global Recognition and Excel as a Leader in [CRP}
Recruitment Excellence with Certified -
Recruitment Professional (CRP)

ABOUT GSDC CERTIFICATION

EBOOK

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

LIFETIME VALIDITY

GSDC Certification is an globally
accreditted certification with lifetime
validity.

LEARNING MATERIALS

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

CREATED BY EXPERTS

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

Develop advanced skills in candidate sourcing and engagement.
Master the essentials of effective recruitment process design.
Enhance ability to conduct and evaluate interviews critically.
Learn to negotiate job offers professionally and successfully.

LEARNING
OBJECTIVE

Enroll now with the

code(@@XTF)T0

avail 20% discount
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