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Bridging the gap analysis

Whether you’re assessing a job candidate’s potential or 
want to optimize the performance of your existing staff, the 
next step (after assigning psychometric tests and reviewing 
test results) is to conduct a Gap Analysis. Essentially, this 
means:

 Measuring the difference between the person’s skills
and the requirements of the position

 Identifying significant gaps where training (or changes in
behavior and/or personality) are required to close the
gap

 Determining the resources needed to make these
changes

Managing the Gap

The onus of bridging the gap between a job candidate’s 
skills and what’s needed for the job position falls on both 
the new employee and management. The employee needs 
to be willing to learn and open to training. The company 
needs to be able to provide the tools to help this person 
reach his or her full potential. 

 Assign tasks, at least initially, according to an employee’s
preferences, or let them the person volunteer for
assignments. This will build confidence and help ease a
person into the dynamics of a new team and new way of
completing tasks.

 Team up the employee with colleagues who have
complementary skills and personality traits. Assigning a
mentor, or someone to shadow, can provide essential
knowledge and experience.

Here's how you can bridge the gap:

http://archprofile.com/corporate/g/v/i/wp
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 Know what you want. What skills, traits, attitudes, and
values does your ideal employee need to possess?

 Assess candidates using psychological tests to ensure
great job fit

 Evaluate trade-offs. Can the lack of a skill or trait be
compensated by other strengths? Can training make a
difference for an otherwise ideal candidate?

 Adjust your managerial style to the employee’s
personality, not the other way around. Managers need to
be able to modify their approach according to what works
for individual employees. For example, some workers
dislike being “micromanaged,” while others prefer having
their role and duties clearly outlined in detail.

 Adapt how information is communicated (like training
information, specifications for projects) according to an
individual’s learning style or intelligence type. For
example, some employees with a logical learning style
prefer step-by-step instructions. Creative individuals often
prefer to work at their own pace and have their own style
of coming up with ideas or completing projects, and thus,
would benefit from a less hands-on approach.

Concluding points about finding diamonds in the rough

If you want to reduce turnover and find the right person for a 
job the first time around, keep these key points in mind: 

And most importantly... 

Keep polishing your 
diamond!
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Contact:
PsychTests AIM Inc. 
Tel : 1‐888‐855‐6975 
Fax : (514) 745‐6242 
sales@psychtests.com 
http://archprofile.com/corporate

PsychTests AIM Inc. has been the top provider of online 
assessments since 1996, offering convenient testing solutions 
to HR managers and researchers worldwide. With pre‐
employment and job fit assessments based on job‐specific 
competency models, PsychTests has taken the guesswork out 
of hiring and staffing, helping HR managers find the right 
person for the job the first time around. Their career 
development, employee development, and team building 
tests help managers retain talent, reduce turnover, and 
ensure that all staff members work to their fullest potential. 
PsychTests has a solution to maximize all of a company’s HR 
processes and needs.  Click here to download ARCH Profile’s 
Assessment Catalog or contact us for a free demo of our tests. 
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