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The Widening Skill Gap  

The Future of Jobs 2020 report reveals that 85 million jobs will be created by 2025. 

However, the debate continues whether organizations have the skilled talent to fill 

these open positions or not. 

In a recent McKinsey Global Survey, 87% of executives said they are experiencing 

a skill gap within their workforce or are expecting within a few years. But surprisingly, 

less than half of them knew how to address the growing skill gap. As IBM, in one of 

its recent reports, rightly said that talent shortage is one of the greatest threats 

organizations are facing today. But what is even more challenging is that most don’t 

know how to tackle the issue.

Overcoming the Skills Gap - “The 
‘skills gap’ is real”  

By investing in employee learning and development strategy, businesses can 

develop the existing skills of their employees according to changing job roles, 

project requirements and market dynamics.  

The skills gap is alarming, especially in the technology industry. With evolving 

technologies and digital transformations making their way into the business 

diaspora, companies need to upskill their employees on the latest technologies such 

as cloud, big data, AI/ML, virtualization, DevOps, IoT, and more.  

But before moving ahead with planning employee training strategy, organizations 

need to conduct a skill gap analysis within their workforce to identify the gap and 

create a plan to close the brewing talent disparity.  

However, the question remains how do you perform a skill gap analysis, and where 

to start exactly?  

This guide will provide a step-by-step guide on conducting a thorough skills gap 

analysis to address your organization’s skills gap effectively. 
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Skills Gap Analysis: The Blueprint 
of a Future-ready Workforce  

A skill gap analysis is a process that organizations can use to identify the gaps that 

exist between their employees’ existing skills and the skills they need to achieve a 

business goal. The insights obtained from skill gap analysis help you to create an 

action plan and decide on what upskilling or hiring requirements need to be done to 

fill the apparent skill gaps. Organizations can conduct a skills gap analysis at several 

levels: 

Build highly efficient and productive teams. 

Improve employee performance and help them stay competitive in a rapidly 

changing world.

Develop training and upskilling programs that are aligned to individual skilling 

needs and organizational goals. 

Plan a long-term recruitment strategy that is aligned with long-term business 

objectives. 

Why Do Organizations Need Skills 
Gap Analysis?

Individual ProjectTeam or department 

Organization Industry
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When Should Organizations Perform 
a Skills Gap Analysis?

Solving the skill Gap in 5 Steps 

When you see a sharp drop in business performance.  

Popularly referred to as a requirement gathering session, an intake meeting is the 

first step toward your organizational skill gap analysis. This intake meeting must have 

these goals:

What challenges will your team and workforce likely face in the future?

What problem should we address in this project? 

What should be the priority level and deadline for this project? 

Before proceeding ahead with the analysis, make sure you have a clear overview of 

the kind of skills your organization needs or is currently missing. However, for further 

insights, drill down deeper by asking the attendees to answer these questions:

Answers to the questionnaire mentioned above will give a clear understanding of 

what it is that the skill gap analysis should address.

Define a Clear Objective

When you are embracing any new technology. 

When you anticipate a market disruption that might impact your business.  

When you are pivoting a new business model or strategy. 

When you notice a sudden decline in employee performance or loss of skills. 

Step 1: Conduct Intake Meeting 
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But it’s also essential to determine whether you want to focus on a particular 

department or maybe specific jobs. When discussing the project scope, you need to 

ask the following questions: 

If you are focusing on skill analysis and training of current employees, then you can 

leave the recruiter out of the team and include the following profiles in the skill gap 

analysis workshop: 

Once the team is formed, everyone should sit together and brainstorm the factors 

that will shape the future of your employees. The discussion should aim at the 

discovery of both internal and external trends and developments that may impact your 

organization’s current job roles and skill requirements. Here are four steps to follow to 

explore trends in a structured way: 

Discuss the Scope of Analysis 

Select Team Members  

What your organization’s goals are for the next five years? 

Project manager  

Is any new tech expected to transform the market or the industry?  

HR business partner 

Analyst (or a financial controller)  

Learning & Development specialists  

Managers 

Is your workforce ready with the skills required to embrace any expected tech 

or organizational disruptions? 

Step 2: Discuss the Future Trends and Developments 
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In the first step, ask each team member to list the developments and trends that 

they think are significant according to your organization’s existing skill set. 

In the second step, create pairs within the team and ask them to discuss the 

listed trends. 

In the third step of structured trend exploration, together with all team members, 

rank the trends as per their impact and probability level. The trends with the 

highest impact should be considered while analyzing the skill gap. 

Once you are done, discuss the trends further and ask the questions like what 

happens if we don’t act on the listed trends? Which trends will change in the 

future, and which one will remain? 

Step 3: Analyze the Qualitative Impact of the Expected Changes 

It’s time to analyze and measure the qualitative impact of the selected trends on your 

organization and how employee learning and development (L&D) programs can help. 

In the third step of the overall skill gap analysis process, you need to closely look at 

the possible impact of the trends on the following key areas:

Context: Consider how the trends you have listed will impact your employee’s 

regular work and performance in relation to their interactions with the customers, 

stakeholders, and systems and tools.

Employee: Next thing to consider is what these future changes mean for your 

employees. With this objective in mind, have the team answer these: What expertise 

will the employee need to embrace the change? What will employees need to do 

differently to survive the transition? With these answers, you will understand what 

learning plans will benefit the employee and the organization. 

Outcome: What impact these trends will have on employee performance will depend 

on their job’s future objectives. To measure the result from the impact, ask questions 

such as what products or services will employees work on? What will be their set of 

work and their KPIs? 
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Step 4: Analyze the Quantitative Impact of the Changes in Work  

The goal is to calculate the workforce size based on the predicted changes you have 

mapped till now.  

To start with, you need some data to analyze. Ask the analyst to get information on: 

By drivers of work, we mean the elements that determine the quantity of work and the 

number of employees required to perform it. Once you have reviewed the number of 

employees in scope, you need to ask managers why they need 30 employees to do 

a given job instead of 20 or 40. These numbers are just for reference; you make the 

analysis based on the numbers you have in the bucket. 

Use the productivity indicators along with the drivers of work to determine the 

employee productivity levels. For instance, a recruiter can handle 50 vacancies per 

year, and based on these numbers; you need to estimate their possible productivity 

levels. However, you must make an educated guess if your organization doesn’t track 

such productivity data. 

Gather Employee Data

Identify the Drivers of Work  

Determine Employee Productivity 

Current number of employees in the scope 

Age distribution 

Years of service  

Number of employees who left voluntarily over the past three years 

Performance numbers include data on how employees score on the desired 

competencies. 

Years in position 
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To understand the impact of the trends and developments you selected earlier in the 

future, you must create a list of the tasks and calculate how much time an employee 

spends on each job in percentage.  

For each of the selected trends, map out the changes that are likely to happen per 

year so that, based on the same, you can calculate the possible impact on your 

workforce 

Based on the analysis outcomes, turnover, and retirement data collected earlier, the 

analyst must create an employee demand model. However, these predicted employee 

numbers change every year, so you will need to remodel the same to be more precise 

with your final analysis. 

Based on the qualitative and quantitative analysis, list the differences you see between 

your present situation and the potential future to identify the gap. 

Once you’ve properly analyzed and documented the gap, you need to plan action items 

for each gap listed. For a concrete plan, we suggest you divide your actions into four 

disciplines: Recruitment, L&D, Employee Turnover, and Organization. List down important 

questions and topics for each category to answer and create an action plan based on 

their inputs. For example, you can ask the L&D these questions: 

Analyze Tasks to Calculate Time Spend  

Estimate the Changes Per Year 

Make a Demand Model 

Analyze the Skill Gap

Create the Action Plan

Step 5: Make Concrete Analysis and Create Action Plan  

Finally, we have reached the final stage of skill gap analysis for your organization. 

Now, it’s time to use the insights gained so far to analyze and create an action plan to 

address the skill gap and talent shortage, if any, within your workforce. 
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How do I calculate employee potential for future job roles?

By 2022, 54% of workers would need to update or 

replace their competencies. The global skills gap is 

a growing concern for most organizations today. The 

technological disruption has made it imperative for 

businesses to keep their employees up-to-date and at 

par with the evolving job requirements. Therefore, its 

high time that organizations conduct a skills gap analysis 

to identify and address the increasing skill gap and 

prepare their workforce for future challenges. 

CloudThat is the first company in India to 

offer Cloud Training & Consulting services for 

mid-market & enterprise clients from across 

the globe. Since our inception in 2012, we 

have trained over 500K IT professionals from 

fortune 500 companies on technologies such 

as Microsoft Azure, Amazon Web Services, 

VMware, Artificial Intelligence, Machine 

Learning, Google Cloud, IoT, OpenStack, 

OpenShift, DevOps, Big Data, Kubernetes, 

and more.

With an expertise in major Cloud platforms, 

CloudThat is a proud Microsoft Gold Partner, 

AWS Authorized Training Partner, VMware 

Authorized Training Reseller, and Google 

Cloud Platform Partner. Recently, we have 

been recognized as the Microsoft 2022 

Partner of the Year Finalist - Learning Award.

What could be the organizational benefits of employee upskilling? 

How do we plan employee training? 

Final Thought

About CloudThat
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Thank you for exploring this guidebook with us.  

Stay tuned for more such informative resources.

 

Do you want to upskill your employees on Cloud or any other technology? 

Reach CloudThat to Help You Get Started Today! 

sales@cloudthat.com 

+91-8880002200  

https://www.cloudthat.com/corporate-training/

Our Industry Partnerships


