
WHAT ARE BUSINESS CREDITS?
Business Credits are earned by SPHR and SPHRi certificants who complete programs or activities that have been 
pre-approved by HRCI and that enhance their knowledge of their organization and how it operates.

WHY BUSINESS CREDITS?
When asked how HR can take on greater roles in driving their organization’s growth, CEOs most frequently cite the need 
for HR professionals to develop a more thorough understanding of their organization’s operations and their industry.  For 
this reason, SPHR and SPHRi certified professionals must earn 15 credit hours (out of the total 60 required to recertify) 
through activities that qualify for business credits.

WHAT QUALIFIES FOR BUSINESS CREDIT?
The types of activities that qualify for business credits are those that fall outside of HR’s primary responsibility, but require 
HR to work with other departments.  They support the certified professional’s knowledge of the business, such as finance 
or marketing, or specific organizational operations.  The responsibilities in the “Business Management and Strategy” 
functional area in the SPHR Exam Content Outline and in the “HR as Business Leader” functional area in the SPHRi Exam 
Content Outline have a direct impact on the organization’s bottom line results or affect its mission, vision and goals.

BUSINESS CREDIT ACTIVITIES
In general, activities that qualify for business credits are those that: 

• HR professionals don’t typically perform on a day-to-day basis. If the topic is found in the other five areas of the 
PHR/SPHR body of knowledge (BOK) or four areas of the SPHRi BOK, it won’t be eligible for business credit

• Enhance the HR professional’s understanding of the nuances of practicing within a particular industry or sector. 
Example: the challenges of HR in the hospitality industry.

• Require certificants to learn about a different business function or enter into a partnership with
another department for the activity

• Impact the organization’s mission, vision, values, bottom line, policies or strategic goals and objectives

• Develop certificants’ skills in strategic planning, critical thinking, influencing, negotiation and leadership
(See examples of Topics that Qualify for Business Credit) 

ALL YOU NEED TO KNOW ABOUT BUSINESS CREDITS: 
A GUIDE FOR APPROVED PROVIDERS



BUSINESS CREDITS VS. HR CREDITS
Certain topics qualify for either HR or Business credit hours.  Which of the two they fall under will depend on whether 
they are part of a larger organizational strategy.  If they are part of a larger organizational strategy, they fall under Business 
Credits. The following table outlines topics that could fall under both and shows examples of how those topics are 
addressed in order to qualify for either Business Credits or HR Credits.

BUSINESS CREDIT PRE-APPROVED PROGRAMS
To see a list of programs that qualify for Business Credit 
and for HR and Global recertification credits, please go to: www.hrci.org/businesscredit

FOR HR CREDITS

Diversity as HR Development:
Raising awareness of principles of 
inclusion and diversity; the development 
of a diversity program.

Legislative Activity as Compliance  
with Enacted Laws and Regulations:
Legal updates covered under  
Employee and Labor Relations

Talent Management as Part of Process:
Employee development activities or 
succession planning. These are under  
HR Development or Workforce Planning 
& Employment

Organizational Redesign as  
Part of a Process: 
Carrying out an activity planned by 
others, such as a workforce reduction 
or redeployment. This is covered under 
Employee and Labor Relations

Leadership as a Management Skill:
Identifying leadership styles and 
strategies; determining effectiveness 
of various approaches. This is core HR 
Knowledge

Change Management as a Technique:
Analyzing various change management 
methods, models and applications. This 
is core HR knowledge

Labor Relations as a Management Skill:
Serving as a member of the negotiating 
team, providing HR-related data needed 
for negotiations (head count projections, 
benefits costs, etc.), administering labor 
contract. These are covered under 
Employee Labor Relations

TOPIC

Diversity

Legislative Activity

Talent Management

Organizational 
Redesign

Leadership

Change Management

Labor Relations

FOR BUSINESS CREDITS

Diversity as a Business Strategy:
Calculating return on investment (ROI) and 
developing a business case for diversity 
or developing an integrated diversity 
strategy and implementing it throughout 
organizational operations

Legislative Activity as Advocacy:
Monitoring the regulatory environment 
and responding appropriately to proposed 
legislation that could affect one’s industry or 
operations

Talent Management as an  
Integrated Organizational Strategy:
Identifying specific leadership competencies 
integrated with organizational strategy 
and the acquisition, identification and 
development of key talent

Organizational Redesign as  
a Leadership Initiative:
Participating in due diligence and decision-
making regarding mergers, restructuring, 
divestitures, etc.

Leadership as Business Strategy:
Creating and implementing leadership 
development initiatives linked to business 
strategy

Change Management as an  
Integrated Organizational Strategy:
Developing/implementing a change 
management strategy addressing a  
specific organizational need

Labor Relations as a Business Strategy:
Participating as a member of the senior 
management team setting objectives 
for contract negotiations, researching 
alternatives and establishing and measuring 
goals achieved as a result of negotiations



EXAMPLES OF TOPICS THAT QUALIFY FOR BUSINESS CREDIT:
BUSINESS CREDIT PROGRAM OPTIONS

For more guidelines on developing a program that qualifies for business credits, please review the table below. 
It outlines Program Options that align with the Business Management & Strategy responsibilities.

Teach HR professionals about business 
operations.

Example: Courses in Accounting, Marketing, 
IT, etc.

Teach HR professionals how to analyze 
information from various external sources and 
apply it to the organization’s strategic plan.

Example: Conducting an Environment Scan

Teach HR professionals to develop strategic 
plans, address human capital needs and 
resources; conduct an organizational analysis.

Example: Conducting a workforce planning 
analysis; conduct an organizational analysis of 
the current and projected staffing level as well 
as competency gaps

Teach HR professionals to work with their 
organization’s leadership in order to affect 
changes to the culture of the organization.

Example: Leadership Training

*Leadership programs must consist of skill
sets: strategic planning, critical thinking,
influencing skills, how to get buy-in, and leading
organizations.

Teach HR professionals how they can create 
or participate in a philanthropic activity that is 
aligned with the organization’s strategic plan.

Example: Creating a scholarship program, 
working within the homeless community. 

Teach HR professionals how their responsibilities 
can have a direct impact on the organization’s 
bottom-line and instruct them how to measure 
and report quantifiable results.

Example: Developing a balance scorecard
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Interpret and apply information related to the organization’s 
operations from internal sources, including finance, accounting, 
business development, marketing, sales, operations, and IT, in 
order to contribute to the development of the organization’s 
strategic plan. 

Interpret information from external sources related to the general 
business environment, industry practices and developments, 
technological advances, economic environment, labor force, and 
the legal and regulatory environment, in order to contribute to 
the development of the organization’s strategic plan.

Participate as a contributing partner in the organization’s 
strategic planning process (for example: provide and lead 
workforce planning discussion with management, develop 
and present long-term forecast of human capital needs at the 
organizational level). 

Establish strategic relationships with key individuals in the 
organization to influence organizational decision-making.

Establish relationships/alliances with key individuals and outside 
organizations to assist in achieving the organization’s strategic 
goals and objectives (for example: corporate social responsibility 
and community partnership).

Develop and utilize business metrics to measure achievement of 
the organization’s strategic goals and objectives (for example: 
key performance indicators, balanced scorecard).

BUSINESS MANAGEMENT AND STRATEGY RESPONSIBILITIES PROGRAM OPTIONS



Teach HR professionals how they can lead a 
change initiative within their organization.

Example: Change Management programs

*Programs must teach how to implement change
management strategies, not managing change.

Teach HR professionals how they can develop 
an organizational policy and align it to the 
organization’s strategic plan.

Teach HR professionals how to develop and 
implement a program to communicate and 
reinforce their organization’s values and ethics.

Teach HR professionals about reinforcing ethical 
behaviors through programs.

Example: How to create and implement a 
business ethics or corporate social responsibility 
program OR how to reinforce the core values by 
embedding them into an organizational culture.

Teach HR professionals how to review and 
develop budgets. 

Example: Finance and or Accounting Courses.

Teach HR professionals how to develop and 
implement a business plan in order to impact 
the organization’s strategic plan.

Example: Programs that teach professionals how 
to write contracts, proposals, and business plans.

Teach HR professionals how to perform a cost/
benefit analyses.

Example: Microeconomics courses

Teach HR professionals how to create HR 
budgets supporting the organization’s strategic 
goals, objectives, and values.

Example: Finance and or Accounting courses

Teach HR professionals to prepare for upcoming 
legislative issues and be proactive in the state 
and federal government in order to influence 
legislation that may affect your industry.

Example: Planning for/adapting to upcoming 
legislative changes; updates on pending 
legislation and how to prepare ahead; how 
to lobby for HR legislative changes within the 
organization or on behalf of the organization.
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Develop, influence, and execute strategies for managing 
organizational change that balance the expectations and needs 
of the organization, its employees, and other stakeholders.

Develop and align the human resource strategic plan with the 
organization’s strategic plan.

Facilitate the development and communication of the 
organization’s core values, vision, mission, and ethical behaviors.

Reinforce the organization’s core values and behavioral 
expectations through modeling, communication, and coaching.

Provide data such as human capital projections and costs that 
support the organization’s overall budget.

Develop and execute business plans (i.e., annual goals and 
objectives) that correlate with the organization’s strategic plan’s 
performance expectations to include growth targets, new 
programs/services, and net income expectations.

Perform cost/benefit analyses on proposed projects.

Develop and manage an HR budget that supports the 
organization’s strategic goals, objectives, and values.

Monitor the legislative and regulatory environment for proposed 
changes and their potential impact to the organization, taking 
appropriate proactive steps to support, modify, or oppose the 
proposed changes.

BUSINESS MANAGEMENT AND STRATEGY RESPONSIBILITIES PROGRAM OPTIONS



Teach HR professionals about sound corporate 
governance policies. 

Example: Sarbanes-Oxley Act requirements.

Teach HR professionals how to perform audits of 
HR policies and practices and develop a plan in 
order to mitigate risks to their organization.

Examples: Disaster recovery planning at the 
company-wide level; looking at the protection 
element and the impact on the entire 
organization; directors and officers liability 
insurance.

Teach HR professionals how to research and 
analyze alternatives for various business 
functions.

Example: Preparing a Request for Proposal 
(RFP). 

*Upgrading a service does not qualify.

Teach HR professionals how to be an active 
participant in decision-making/due diligence 
activities related to corporate structure & design. 

Example: M&A

Teach HR professionals how to develop an 
integrated HRIS or Performance management 
system.
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Develop policies and procedures to support corporate 
governance initiatives (for example: whistle-blower protection, 
code of ethics).

Participate in enterprise risk management by ensuring that 
policies contribute to protecting the organization from potential 
risks.

Identify and evaluate alternatives and recommend strategies for 
vendor selection and/or outsourcing.

Oversee or lead the transition and/or implementation of new 
systems, service centers, and outsourcing.

Participate in strategic decision-making and due diligence 
activities related to organizational structure and design (for 
example: corporate restructuring, mergers and acquisitions [M & 
A], divestitures).

Determine the strategic application of integrated technical tools 
and systems (for example: new enterprise software, performance 
management tools, self-service technologies).

BUSINESS MANAGEMENT AND STRATEGY RESPONSIBILITIES PROGRAM OPTIONS
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