
Leveraging The Results Of A Skills Audit:
A Guide For HR Managers

Conducting a skills audit is only half the journey. The true value lies in what HR
managers, directors, and executives do with the results. By effectively leveraging
the findings, organizations can align talent with strategic goals, address skill
gaps, and foster a culture of continuous learning. This article explores actionable
steps HR leaders can take to maximize the impact of a skills audit.

Understanding the Results of a Skills
Audit
The results of a skills audit provide a comprehensive snapshot of your workforce’s
current capabilities. These insights typically include:

Skill Inventories: A detailed catalog of individual and team strengths.
Skill Gaps: Areas where employees lack necessary competencies.
Emerging Skill Needs: Competencies required for future organizational
objectives.
Training Opportunities: Skills that can be developed internally through learning
and development programs.

Interpreting these results effectively is critical to making informed decisions. HR
managers should focus on both quantitative data (e.g., proficiency levels) and
qualitative insights (e.g., employee feedback).

Key Actions for HR Managers Post-Skills
Audit
1. Analyze and Prioritize Skill Gaps
Not all skill gaps are equally urgent. HR managers must prioritize based on:

Strategic Alignment: Which gaps pose the greatest risk to achieving business
objectives?
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Impact on Operations: Are there critical skills missing in key departments?
Feasibility: Can these gaps be addressed through training or require external
hiring?

Action Steps:

Categorize skill gaps as critical, important, or non-essential.
Collaborate with department heads to validate priorities.
Develop a roadmap to address high-priority gaps.

2. Develop Targeted Training Programs
Training and development are often the most efficient ways to address skill gaps. Use
audit findings to design learning programs tailored to employee needs.

Steps to Implement:

Design Curriculum: Focus on the specific skills identified as lacking.
Choose Delivery Methods: Use eLearning platforms, workshops, or mentorship
programs.
Set Goals: Define clear objectives for training initiatives (e.g., 80%
proficiency in a skill within six months).
Evaluate Effectiveness: Measure training outcomes through post-assessments and
on-the-job performance.

Example: If customer service representatives lack proficiency in conflict resolution,
HR can organize role-playing workshops to build these skills.

3. Implement Internal Mobility Strategies
The audit may reveal employees with untapped potential who can be redeployed to areas
of need. Internal mobility not only addresses skill gaps but also enhances employee
engagement.

Action Steps:

Identify employees whose skills align with critical gaps.
Offer cross-training opportunities to prepare them for new roles.
Collaborate with managers to facilitate smooth transitions.

Example: A marketing specialist with strong data analysis skills might transition
into a business intelligence role.

4. Refine Recruitment Strategies
For skill gaps that cannot be addressed internally, HR managers should refine their
hiring strategies based on audit findings.

Steps to Take:

Update job descriptions to reflect the precise skills needed.
Use competency-based interviews to assess candidates.
Explore diverse hiring channels to access a broader talent pool.

Example: If technical teams lack expertise in AI, prioritize recruiting candidates
with certifications in machine learning.



5. Create Succession Plans
Skills audits often highlight future leadership gaps. Succession planning ensures the
organization has a pipeline of ready talent to fill key positions.

Action Steps:

Identify high-potential employees using audit results.
Develop individualized development plans focused on leadership competencies.
Rotate employees through different roles to build a broad skill base.

Example: A senior manager nearing retirement could mentor a promising employee to
prepare them for the role.

6. Foster a Culture of Continuous Learning
Use the skills audit as a foundation for creating an environment where learning is an
ongoing priority.

Strategies to Consider:

Encourage employees to take ownership of their development through self-
assessments and goal setting.
Reward learning efforts with recognition, promotions, or bonuses.
Leverage technology to provide accessible learning resources.

Example: Introduce a monthly “Lunch and Learn” session where employees can share
knowledge on specific topics.

7. Build Cross-Functional Collaboration
Skills audits often reveal opportunities for teams to share knowledge and resources.
Cross-functional collaboration can:

Accelerate problem-solving.
Promote innovation.
Enhance organizational agility.

Steps to Encourage Collaboration:

Organize cross-departmental workshops.
Create project teams that blend diverse skillsets.
Use collaborative tools to streamline communication.

Example: Pair IT specialists with marketing teams to enhance digital campaign
strategies.

8. Use Technology to Track Progress
Modern HR technology can help monitor and manage skill development efforts over time.

Recommended Tools:

Learning Management Systems (LMS): Track employee participation in training
programs.
HR Analytics Platforms: Measure the ROI of development initiatives.
Performance Management Software: Align skills data with employee evaluations.



Example: Use an LMS like SafetyNow ILT to assign and track compliance training for
safety managers.

Challenges and Solutions in Utilizing
Skills Audit Results
Challenge 1: Resistance to Change Employees may resist skills audit findings,
particularly if they feel their shortcomings are being highlighted or their roles may
be jeopardized.

Solution: Communicate the benefits of addressing skill gaps clearly and
consistently. Emphasize how these efforts contribute to personal growth, job
security, and career advancement. Foster an open dialogue to address concerns
and ensure transparency.

Challenge 2: Limited Resources Organizations may lack the budget, time, or manpower
to address all skill gaps identified in the audit.

Solution: Focus on addressing critical gaps first. Use budget-friendly options
like online courses, peer mentoring, or cross-training. Explore partnerships
with educational institutions or leverage government training grants.

Challenge 3: Inconsistent Follow-Through Without proper accountability, the momentum
generated by a skills audit can wane, leaving action plans incomplete.

Solution: Assign accountability to specific managers or HR team members for
implementing and monitoring action plans. Regularly review progress during
management meetings and adjust strategies as needed. Establish clear timelines
and measurable outcomes to keep efforts on track.

Challenge 4: Overwhelming Volume of Data Skills audits can produce extensive data,
making it challenging to draw actionable insights.

Solution: Use HR analytics tools to organize and analyze the data. Focus on
high-impact areas and break down findings into manageable segments. Visual
dashboards can help make the data more accessible to decision-makers.

Challenge 5: Misalignment with Organizational Goals Skills development initiatives
may fail if they don’t align with broader business objectives.

Solution: Engage senior leadership to ensure alignment between skills audit
outcomes and organizational strategy. Regularly revisit goals to ensure they
remain relevant as business needs evolve.

Measuring the Impact of Skills Audit
Results
To ensure the effectiveness of your initiatives, regularly evaluate their impact
using metrics such as:

Skill Proficiency Levels: Measure improvements in key competencies.
Employee Performance: Track productivity and quality metrics post-training.
Engagement Scores: Use surveys to assess employee satisfaction with development



opportunities.
Retention Rates: Monitor whether development efforts reduce turnover.

Example: A 20% increase in employee engagement scores post-training indicates a
positive response to skills development efforts.

Case Study: Success with Skills Audit
Results
Company: Tech Innovators Inc.

Challenge: Identified significant gaps in project management skills among mid-level
managers.

Actions Taken:

Conducted targeted training sessions on Agile methodologies.1.
Used an internal mobility program to place high-potential employees in project2.
management roles.
Updated recruitment criteria to prioritize project management certifications.3.

Results:

30% improvement in project delivery timelines.
Higher employee satisfaction due to clearer career development pathways.
A more agile and responsive organization overall.

Conclusion
The results of a skills audit are a powerful tool for driving organizational success
when used effectively. HR managers must take a strategic, multifaceted approach to
address skill gaps, develop talent, and prepare for future challenges. By
prioritizing actionable insights, fostering a learning culture, and leveraging
technology, organizations can ensure that their workforce is equipped to meet current
and emerging demands. Begin transforming your skills audit results into tangible
outcomes today to unlock your team’s full potential.


