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Abstract

Soft skills and employee productivity are key factors in sustainability and corporate performance in competitive and dynamic environments. The
purpose of this article is to identify current findings related to soft skills, employee productivity and their relationship with organizational performance,
and to propose a structural model that allows establishing this relationship. The results of some research conducted individually reveal positive and
significant relationships in the proposed fields. Some skills found in the literature are communication, problem solving and decision making. To carry
out this research, multiple research papers were collected between 2005 and 2024. A structural equation model was used as a way to propose a
relationship between the aforementioned factors. This research theoretically demonstrated that soft skills and employee productivity contribute
positively and significantly to organizational performance. Limitations may arise depending on the particularities of the industrial sector and the
economic context. Since there is little research in the analyzed fields, this study contributes significantly to the identification of key variables.

Keywords: interpersonal skills; employee productivity; hard skills; organizational performance; project management; soft skills.

Influencia de las habilidades blandas y la productividad de los
empleados en el desempefio organizacional, un campo en desarrollo:
estado actual y relacion

Resumen

Las habilidades blandas y la productividad de los empleados son factores clave en la sostenibilidad y en el desempefio corporativo en entornos competitivos
y dinamicos. El proposito de este articulo es identificar los hallazgos actuales relacionados con las habilidades blandas, la productividad de los empleados y
su relacion con el desempefio organizacional, y proponer un modelo estructural que permita establecer esta relacion. Los resultados de algunas
investigaciones realizadas de forma individual revelan relaciones positivas y significativas en los campos propuestos. Algunas habilidades encontradas en
la literatura son la comunicacion, la resolucion de problemas y la toma de decisiones. Para llevar a cabo esta investigacion se recopilaron multiples trabajos
de investigacion entre 2005 y 2024. Se utilizo un modelo de ecuaciones estructurales como forma de proponer una relacion entre los factores antes
mencionados. Esta investigacion demostro teoricamente que las habilidades blandas y la productividad de los empleados contribuyen de forma positiva y
significativa al desempefio organizacional. Pueden surgir limitaciones dependiendo de las particularidades del sector industrial y del contexto econémico.
Dado que existe poca investigacion en los campos analizados, este estudio contribuye significativamente a la identificacion de variables clave.

Palabras clave: habilidades interpersonales; productividad de los empleados; habilidades duras; desempefio organizacional; gestion de
proyectos; habilidades blandas.

1  Introduction this human talent possesses. Organizations generally hire
new employees, particularly recent graduates, considering

Any organization, regardless of its size, economic sector mainly their soft skills (SK) over their hard skills (HS) [1].
and nature, is made up of people and its sustainability and HBs are not only necessary for people who are studying, but
competitiveness will depend mainly on the capabilities that are essential for employees in any type of work they perform

How to cite: Mufioz-Peiia, F.A., and Pulido-Reina, J.S., Influence of soft skills, and employee productivity, on organizational performance, a developing field: current state and
relationship. DYNA, 92(236), pp. 64-72, February, 2025.

Universidad Nacional de Colombia. @
Revista DYNA, 92(236), pp. 64-72, February, 2025, ISSN 0012-7353
DOL: https://doi.org/10.15446/dyna.v92n236.117303



Mufioz-Pefia & Pulido-Reina / Revista DYNA, 92(236), pp. 64-72, February, 2025.

[2,3]. Recent research has concluded that SK contribute
significantly to success in the workplace [4-8], but not only
as a means to improve performance as a collaborator but as
Manullang states [9], SK are crucial for future leaders, and
are desired by most employers in a competitive business
environment [10]. In this way, the development and
application of HB are configured as a requirement to remain
in a competitive and dynamic business world [11]. However,
soft and hard skills are not mutually exclusive concepts, since
according to several investigations [12,13,1], soft skills
facilitate the application of hard skills, thus changing the
traditional business vision, now considering workers as an
integral key element, not only for their ability to carry out a
certain activity, but in particular for their competencies [1].
Consequently, HB and HD development are complementary,
and some employers even prefer soft skills development over
technical skills development when it comes to performing
globally [13].

Soft skills (SK) can be defined as a set of qualities, habits,
personality traits, attitudes and social qualities that are
necessary both in everyday life and for job performance [14]
[15]. A more recent definition given by Cimatti [1] states that
soft skills are those competencies not connected to a specific
task but dominant in all positions since they focus on how
individuals involved in an organization relate to each other,
therefore, they can be considered as a group of personality
traits, accepted by society [16]. The necessity of soft skills
creates a demand for employees who possess an appropriate
set of skills, thereby constituting a noteworthy challenge for
individuals and organizations operating in novel and
evolving circumstances [17]. The existence and need for any
social interaction in society and organizations, even in
conditions with intense use of advanced technologies and
human machine interactions, calls for soft skills [18]. In
summary, soft skills are a set of socio-emotional capabilities
and abilities that people use in interactions and are crucial to
achieving personal and work success [19].

Employee Productivity can be defined as time spent
actively by employees on tasks that require execution and
production [20]. Similarly, Coker (2011) [21] defined
employee productivity “as the level of employees’
performance in relation to attendance, work quality, the
capacity of performance and personal factors”. According to
[22] employee productivity indicates the extent to which the
adoption of technology minimises the time and effort
required to complete a specific work. Employee productivity
is a key factor for organizations and employees and one of
the most important objectives for several firms has been to
improve employee productivity [20]. High levels of
employee productivity generate greater profitability and
competitive advantages because production costs are reduced
and, on the other hand, product quality is improved [23,24].
Therefore, organizations face an increasing need to focus on
value creating practices to foster trust to improve employee
productivity [25]. Business development is necessary to be
able to achieve a sustainable advantage over time. Therefore,
organizations must encourage the increase in the productivity
of their employees in a gradual manner. Previous studies
have discussed the factors that affect employee productivity
from the individual aspects, leadership style and management
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system in the company [26].

Despite the scenarios described, according to Suan [10],
there is a problem that arises because managers and
executives from various companies and industries still do not
fully recognize the importance of training in social skills for
employee performance; some managers even have
misconceptions about the very concept of soft or
interpersonal skills. In Latin America and the Caribbean, a
significant proportion of companies’ report having difficulty
finding suitably qualified workers with the necessary skills
for the job [19].

In Latin America and the Caribbean, a significant
proportion of companies’ report having difficulty finding
suitably qualified workers with the skills necessary for the
job [19]. In this regard, various organizations mobilize
significant resources in the implementation of training in
hard skills, that is, technical skills, leaving aside the
development of HB, which are as necessary and important as
hard skills for adequate organizational performance.
Consequently, excessive reliance on technical and
management skills at the expense of human or interpersonal
skills that are considered essential for the success of a
company's management, can jeopardize the company's
mission in the long term [19]. In research conducted by
Maniscalco [14] it was determined that several people
recognize the importance of SK's, but are not able to identify
particular SK's. Gaps between the skills employers require
and what employees possess at the time of being selected for
a job can entail both direct costs for companies, such as
higher costs of recruitment processes and the need to train
employees, and indirect costs due to higher staff turnover and
lower levels of innovation [27].

The concept of organizational performance, which refers
to strategic planning, operations, finance, legal and
organizational developments. Several researchers relate
organizational performance to financial performance, which
involves budgets, assets, operations, products, services and
markets [28]. However, organizational performance is a
multidimensional construct that cannot be assessed only from
a financial perspective but also from a non-financial
perspective [29,30]. Organizational performance refers to the
result obtained by an organization after carrying out its
strategic activities [31], and the effectiveness with which an
organization achieves its goals and objectives [32]. Three
critical characteristics of organizational performance can be
identified: efficiency, quality, and operations. Efficiency is
the ability of an organization to achieve its objectives using
the least number of resources possible. In other words, how
effectively an organization uses its resources (time, money,
and labor) to achieve its objectives. Quality refers to
delivering the goods or services required by external or
internal customers in the requested conditions. Through
increased efficiency, organizations can generate cost savings,
increased productivity, and profitability [33]. This research is
unique in the literature on organizational performance as it
involves the analysis of human factors analyzed at the same
time in a structural model. Although there are various
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Figure 1. Data obtained from Scopus and adapted for this research.
Source: authors

investigations that analyze organizational performance, there
is no evidence of research that integrates soft skills and
employee productivity as latent variables, breaking down
their key indicator variables.

Evidence extracted from the Scopus database indicates a
growing research interest in the fields of knowledge related
to this research. The research trend in these fields is
illustrated in the Fig. 1:

From Fig. 1 it can be established that scientific research
carried out in the fields analyzed between the years 2015 and
2023 has shown an increasing trend, which suggests a
constant interest in these fields of knowledge; however,
within the fields analyzed, research on soft skills presents the
greatest amount of research.

This research, in its first phase, aims to propose a
structural model that determines the influence of soft skills
and employee productivity on organizational performance,
through a literature review in order to generate a framework
that clarifies the gaps identified in the problem raised.
Therefore, the research addresses the following hypotheses:

H1: There is a positive and significant influence between
soft skills and organizational performance

H2: There is a positive and significant influence between
employee productivity and organizational performance.

2 Literature review

2.1 Soft Skills

Soft skills are socio-emotional capabilities and abilities
that people use in their interactions and are crucial to
achieving personal and professional success, and necessary
to exercise leadership in teams, and are considered
fundamental for professional development [34]. These skills
are non-technical and do not depend on abstract reasoning,
involving interpersonal and intrapersonal skills to facilitate
successful performance in specific social contexts, and they
are skills that increase competitiveness [35,18].

According to [36],soft skills refer to positive attributes,
competencies, abilities, personality traits, and behaviors
other than technical knowledge. They are also known as
transferable skills that complement hard, academic, or
technical skills. They are considered critical to career
success, especially in the business field, and are more
important than technical skills in terms of job success. Soft
skills are commonly recognized as essential components of
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the skill set required for future employment [17].

According to a study conducted by [3], it was determined
that variables associated with soft skills such as:
communication, teamwork, learning capacity, and attitude,
have a significant and positive effect on the employability of
professionals. Another study conducted by Sudarso, 2022
showed that leadership also has a positive and significant
effect on performance.

2.2 Employee productivity

Employee productivity refers to a measure of how much
an employee produces in a specific period [37]. This type of
productivity establishes the ability to accomplish certain
tasks according to predetermined or specified standards of
accuracy, completeness, cost, and speed [38]. And it has
frequently been used to evaluate the efficiency of the worker
taking into account the resources and costs associated with
the fulfillment of tasks [39]; Thus, understanding factors that
influence employee productivity is vital in enhancing firms’
efficiency. Another definition determined by [40], states that
employee productivity refers to the efficiency with which
workers generate value for the company. It is defined as the
relationship between profit before taxes and interest and the
total number of employees in the company. It is not
surprising that extant literature considers employee
productivity a critical

component of a firm’s success and performance [37].
According to [41], one of the most important objectives for
many companies has been to improve employee productivity.
This is because greater productivity offers different
advantages to companies and workers, such as economic
expansion, increased profits, and this, in conclusion,
translates into organizational performance. The research
analyzed in this study shows employee productivity as a
dependent variable (Y), in this research, a value proposition
consists of taking employee productivity as an independent
variable (X).

2.3 Organizational performance

Performance describes the achievement of program
implementation or activity policies in realizing the goals,
objectives, vision, and mission outlined in an organization’s
strategic planning [42]. From a global perspective, and
according to [43,44], organizational performance refers to a
concept that measures a company's position in the market and
its ability to meet the needs of its stakeholders. From a more
operational point of view, this type of performance can be
understood as the degree to which the operation meets
performance objectives, and satisfies customer needs [45].

Traditionally, organizational performance is usually
measured under a basically financial interpretation, that is,
financial ratios such as profitability, return on assets (ROA),
return on investments (ROI), and return on equity (ROE);
however, it is a construct that cannot be assessed only from a
financial perspective but also from a nonfinancial perspective
[29,30]

Organizational performance reflects the ability of an
organization to fulfill its shareholders’ desires and survive in
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the market [43]. According to [46], organizational
performance is the result of the actions or activities that
members of organizations carry out to measure how well an
organization has achieved its objectives, therefore,
organizational performance is the ability of the organization
to achieve its objectives. Organizational performance refers
to the efficient acquisition and use of various corporate
resources to successfully implement strategies to achieve
organizational goals and objectives [47,48]. Similarly, this
type of performance is generally considered as the degree to
which an organization achieves its desired goals and
objectives, such as increasing revenue, profit, market share,
return on investment, customer satisfaction, and employee
productivity [49].

3 Methodology

This study explores the relationship between soft skills,
employee productivity, and organizational performance,
starting from a literature review and subsequently
determining a structural relational model (SEM). This type of
research is descriptive, using data and evidence from research
articles extracted from databases such as: EBSCOHOST,
EMERALD, SCIENCEDIRECT and SCOPUS. The articles
included in this research were taken in the interval between
the years 2005 to 2023. A population of 238 research articles
was collected, which show evidence of soft skills, employee
productivity, and organizational performance in different
countries and economic sectors was analyzed.

To determine the structural model to be proposed, the
indicator variables of the proposed latent variables were
identified. To arrive at these definitions, the following
procedure was followed:

The methodological design used is illustrated below:

Keyword search in databases:
Sciendirect, Ebscohost, Emerald,
and Scopus

Year filter:
2005 - 2023

Specific selection of articles
relating to SK, EM, and
organizational performance

h 4
Year filter:
2011-2023

h 4
Breakdown of the indicator
variables found for soft skills,
employee productivity, and
arganizaticnal performance

one in which the greatest amount of scientific —
evidence has originated in the field of | ¢
knowledge
—

y

Relational model proposal

Figure 2. Proposed methodology.
Source: Made by the authors
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(Deming, 2017)
(Manullang, 2017)
(Suan Chin, 2021)
(Abdur, 2023)

(Adi Jaya & Maryanto,

2023)

(Namora, Zunaida, &
Widayawati, 2023)
(Sudarso, Prakoso, &

Widakdo, 2022)
(Polakova et al., 2023)

SOFT SKILLS
H1
ORGANIZATIONAL
PERFORMANCE
(Chen et al, 2019)
EMPLOYEE H2 (Mohammad, 2019)

PRODUCTIVITY (Khalique et al, 2020)

(Seronato, Martins, 2024)
(Putri &  Darma, (Vashishth et al, 2024)
2014)

(Putri, Yusof, Hasan,
& Darma, 2017)
(Farooq & Sultana,
2021)

Figure 3. Theoretical framework.
Source: Made by the authors

4  Theorical framework

The theoretical model to be proposed in order to establish
the relationship between the established variables is the
following:

Fig. 3, which presents the theoretical model, illustrates
the dependent latent variable (Organizational performance),
and two independent latent variables (soft skills and
employee productivity), and to determine each of the
observable variables, the authors that accompany each
variable were followed.

5  Results

Although there are numerous studies carried out in the
field of soft skills, at the level of scientific research, there are
few studies carried out on the influence of soft skills on
organizational performance. Some research such as that
carried out by [50] has determined a relationship between soft
and hard skills in employee performance. The available
evidence from research carried out reveals that employee
performance has been worked on as an endogenous latent
variable, however, in this research, it has been included as an
exogenous latent variable, in order to determine the possible
observable variables that affect organizational performance.

Research carried out by [51] determined that soft skills
are a critical success factor for the employability of workers,
and these skills remain irreplaceable by robots, and are
necessary to thrive in a future characterized by technological
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advancements [17]. According to [52], there is a positive and
significant effect of soft skills such as workability, discipline,
and communication on leadership resilience and
organizational performance. In a study conducted by [53], in
the Kenyan Department of Horticulture, it was concluded that
employee = communication  significantly  determines
organizational performance.

Based on the different scientific evidence collected in the
research articles, a theoretical model is proposed as
illustrated in Fig. 2. In this model, the hypothesis to be
worked on later is proposed. This hypothesis states that soft
skills and employee productivity positively and significantly
affect organizational performance in operating companies in
a regional context.

To determine the indicator variables, the following
procedure was followed:

Soft skills: A literature review was conducted, and based
on the evidence in the research results, a frequency matrix
was created. Due to the large number of variables found in
the literature review, those with a cumulative percentage of
up to 70% were selected (principle 70 - 30). Fig. 4 reflects
the result of frequencies obtained from the conclusions of
research carried out on soft skills, similarly, Table 1 shows
the research carried out by author, and the economic sector
in which they were carried out.

Employee performance: Due to the scarce documentation
and evidence in this field of knowledge, recent articles were
taken that analyzed these variables through structural
equations in order to determine the indicator variables.

Organizational performance: A literature review was
conducted, filtering those documents with the highest
number of citations in order to determine the indicator
variables. Additionally, Table 1 provides a summary by
economic sector of the research analyzed in the literature
review carried out. In it, it can be seen that the largest amount
of research has focused on a general environment, that is, not
applied to a specific sector, followed by research focused on
the educational sector.

SOFT SKILLS FREQUENCIES

Planning and organization BN 09%

Resilience B 09%
Organization I 18%
Initiative NN 18%
Empathy B 18%
Information management BN 18%
Results orientation I 2,7%
Negotiation I 2.7%
Time management I 2.7%
Writing  IE—— 2,7%
Analytical skills IE—————) 2,7%
Listening I 3,6%
Adaptation I 36%
Critical thinking
Creativity =
Continuous learning
Leadership
Decision making
Teamwork 111,6%
Problem solving 113.4%

Communication 1 13,4%

0,0% 2,0% 4,0% 6,0% 8,0%  10,0% 12,0% 14,0% 16,0%

Figure 4. Soft skill frequencies. Made by the authors with the bibliographical
references on which this research is based.
Source: [1,17,19,30,34-36,54-66]
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Table 1.
Literature review by economic sectors.

Author / Economic
sector of the research

Education
Engineering
Financial
General
Health
Information
tachnnalam:
Industry
Real state
Service

(Ismail, Yussof, &
Sieng, 2011)

(Garwood, 2012)

(Lavy & Yadin, 2013)

(Abdol & Bahroom,
2014)

(Sermsuk,
Triwichitkhun, &
Wongwanich, 2014)

(Cimatti, 2016)

(Mahfud, Kusuma, &
Mulyani, 2017)

(Olarinre & Taiwo,
2017)

(Zepeda, Cardoso, &
Rey, 2019)

(Chaibate, Hadek,
Ajana, Bakkali, &
Faraj, 2020)

(Rodge & Gupta,
2020)

(Singh, Paul, &
Tewari, 2021)

(Suleman, y otros,
2021)

(Khanom, 2021)

(Rodriguez Martinez,
Sierra Sanchez, Falcon
Linares, & Latorre,
2021)

(Constantino &
Rodnizka, 2022)

(Gruber, Barni de
Campos, Pereira, &
Borges, 2022)

(Infante, Araiza, &
Lépez, 2023)

(World Economic
Forum, 2023)

(Polakova, y otros,
2023)

5

Source: Made by the authors

Various investigations have shown the positive and
significant relationship between soft skills and organizational
performance [18, 52,67].

Based on the fundamental Pareto principle (70% - 30%),
a selection is made of those variables that represent a total of
80% of the findings in the research carried out. The following
are the variables that meet this requirement: Communication
(SK); Problem solving (SK3); Teamwork (SK3); Decision
making (SK4); Leadership (SKs); Continuous learning (SKe);
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Creativity (SK7); Critical thinking (SKs). In order to generate
greater clarity regarding the eight filtered soft skills, and
considered as observable variables for this research, these
skills were defined in Table 2 to generate a greater degree of
understanding due to their qualitative nature.

According to the authors consulted about employee
productivity, the following measurement variables were
identified: Willingness to Work (EP;), Employees ability to
work (EP»), Employees work environment (EP3), Employees
work relationship (EPs).

And finally, the observable variables of organizational
performance were determined based on the available .
scientific literature: Experiencing an increase in return on
investment (ROI) (OP;), experiencing an increase in return glgure 3. Proposed structural model.

. . . . ource: Made by the authors
on assets (ROA) (OP,), experiencing an increase in profit
(OP3), improving the ability to retain old customers (OPy),
gaining new customers (OPs), satisfying customers regarding  1,pc 3.
acts or services during the last three years (OPs), Producing  Structural model equations
competitive goods or services (OP7), Responsive to the needs

ORGANIZATIONAL
PERFORMANCE
n

7. PIOBIEE,
competitive goods.ar

g _ i . . Latent Variable Observable Variable
of national and international markets (OPs), and improving K
global competitiveness(OPy). xSIl< £45
. . . 11 61 1
Based on the previously refined variables, the following SK,
relational model is proposed: ASKy, &1+8,
The structural model proposed in Fig. 5 shows a total of SK;
three latent variables, two independent variables, and one ASK; €183
independent variable, and a total of 21 observable variables. iSK‘* 5
The variable called SOFT SKILLS has 8 variables, Soft Skills (SK) 5Ky Brtds
EMPLOYEE PRODUCTIVITY has 4 variables, and }&;1 £ 435
ORGANIZATIONAL PERFORMANCE has 9 variables, the SK,
latter comprising financial and non-financial variables. ASKe1 &8s
The mathematical composition of the structural model is SK;
formulated in Table 3. ASKy1 &i+8)
SKs
+
Table 2. 7];1(81 Eitds
oy . 1
Definitions of selected soft skills AEP; £+5,
Soft Skill Description EP,
. AEPy, E+3
L Ability to convey, transfer and receive information, Employee Productivity (EP) EP E—
Communication . . 3
ideas and feelings. AEP3, £+,
Ability to identify and analyze the possible causes EP,
that originated the problem, as well as determine the AEPg E+01n
Problem solving consequences and finally propose different solutions OP,
taking into account the advantages and disadvantages AOPy; n;+E1
of each. OP,
Teamwork Ability to effectively and cooperatively work in small AOP,; n+E2
groups toward a common goal. OP;
.. Ability to choose the best option to proceed to solve a AOP;3, n;+E3
Decision b
. problem, aware of the possible consequences or op,
making .
negative effects. AOP,; n,+E4
Leadershi Ability to influence and have an impact on others in 0 i7ational Perf op OPs
P the organization and display energy and leadership. rganizational Performance (OP) AOPs; n,+E5
. Process of acquiring new knowledge, skills, and OPs
Continuous . I .
. competencies throughout an individual’s life or AOPs; n,+E6
learning
career. (0)2
Ability to think about a task or a problem in a new or AOP7 n,+E7
Creativity different way, and to use the imagination to generate OPg
new ideas. AOPg; n;+E8
Ability to analyze information and use logic to OPy
address the issues, identify the strengths and AOPy; n;+Eg
Critical thinking weaknesses of alternative solutions or approaches to Source: Made by the authors

problems, and assess performance to make
improvements or take corrective action.
Source: Made by the authors
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6  Discussion and Conclusions

Using a broad literature review, this research integrates
scientific evidence from studies published between 2005 and
2024.

There is little evidence available about the influence of
soft or interpersonal skills and employee productivity on
organizational performance, however, the available
evidence suggests a positive and significant influence,
therefore, affecting the development of organizations in
the short, medium and long term. Soft skills are as
important as hard or technical skills, but so far they have
not been equally valued. Soft skills are required by
employers from their employees, which, like technical
skills, impact business sustainability and, therefore,
directly and indirectly affect job creation and other
socioeconomic aspects. Despite the large list of soft skills
identified in the literature, only some are the most frequent
and significant, which at first could suggest their relative
importance at the level of organizational development.
Employee productivity is a widely researched field of
study. There is scientific evidence of the variables through
which it could be explained, both qualitatively and
quantitatively. However, there is little scientific evidence
of its influence on organizational performance. Through
the review of different research carried out, it was
demonstrated how soft skills and employee productivity
are a factor that significantly and positively affects
organizational performance, not only from a financial
point of view, but also from a non-financial one.

Based on a review of the literature and the available
evidence, a model was formulated to measure the impact
of soft skills and employee productivity on organizational
performance. Based on the identification of the
exogenous observable variables identified, organizations
will be able to carry out improvement and training plans
with an optimization of investment costs, and focusing on
those variables with the greatest impact for each
organization. Likewise, with the use of this type of tool,
not only would it be possible to promote business
sustainability, but, additionally, the level of employee
productivity would be increased, for the benefit of
themselves and the organization.

According to the results identified from previous
research, it is possible to determine how the soft skills
proposed in this proposal can have a positive and significant
effect on organizational performance, based on the
identification of the identified variables, companies can
generate training, and even career plans oriented to the
development and appropriation of these categories of soft
skills, since according to the evidence of the analyzed
research, this type of skills positively and significantly affect
financial organizational variables such as ROI, ROA, profits,
and impact variables associated with customers, and
therefore organizational competitiveness. These types of
skills can be integrated into specific studies on hard skills,
since these types of skills are not exclusive, therefore, the
organization can generate training in specific hard skills, and
include the appropriation of the soft skills identified in this
research.
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Figure 6. Integrated model for organizations.
Source: Made by the authors

Future research in this field is very promising, since it will
be necessary to determine, by industrial sector, by type of
organization and its size, the soft skills required to maximize
its efficiency and financial and operational results. In this
same sense, the future research required in this field is
involved with the relationship of HBs in productivity, and
individually in financial performance and operational
performance; additionally, it should be an input at the level
of higher education institutions for the identification and
development routes within their academic programs of the
soft skills that their students need, in order to maximize their
professional performance.

One of the main added values derived from this research is
the generation of a tool that gives organizations the ability to
design, together with universities, specific training plans for their
employees with an optimized investment on specific criteria,
based on three fundamental principles shown in the Fig. 6:

The general structure presented in Fig. 6 has three pillars
on which the training strategy should be formulated. The first
pillar refers to hard skills, that is, to the specific knowledge
required by the organization. The second pillar analyzes
employee productivity, that is, the required knowledge. A
special focus is made on ensuring that employees can apply
said knowledge in practice in such a way that value is
generated for the company and employees. Finally, the third
pillar on which the training structure is based is the
appropriation and development of soft skills related to the
knowledge required by the organization in pillar 1.

Phase II of this research is based precisely on determining
those soft skills that are required for their collaborators by
various companies in the industrial sector of Bogota and, in
this way, identifying and implementing acquisition and
development routes for these identified and prioritized skills
within the Industrial Engineering program of the Universidad
Militar Nueva Granada.
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