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ABSTRACT

This study examines the impact of critical soft skills on employee productivity to
support organizational performance through effective human resource management.
Structural Equation Modelling (SEM) was employed to test the proposed model, which
included an endogenous latent variable (employee productivity) and an exogenous
variable (soft skills), based on data from 287 questionnaires. Results reveal a strong,
significant relationship between soft skills and employee productivity. Key soft skills
identified were communication, problem-solving, and teamwork; significant factors
influencing productivity included staff training, technological innovation, and the work
environment. The findings contribute to the limited literature on soft skills as drivers of
human and organizational development by offering empirical evidence of their positive
impact on productivity. This research highlights the strategic value of soft skills in shaping
a development model that enhances employee performance and supports organizational
sustainability. The model provides a practical framework for companies seeking to
improve productivity through targeted soft skill development initiatives.
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RESUMEN

Este estudio examina el impacto de las habilidades blandas criticas en la productividad
de los empleados para apoyar el desempeiio organizacional a través de una gestion eficaz
de los recursos humanos. Se empled el Modelo de Ecuaciones Estructurales (SEM) para
probar el modelo propuesto, que incluia una variable latente enddgena (productividad del
empleado) y una variable exdgena (habilidades blandas), con base en datos de 287
cuestionarios. Los resultados revelan una relacion fuerte y significativa entre las
habilidades blandas y la productividad de los empleados. Las habilidades blandas clave
identificadas fueron la comunicacion, la resolucién de problemas y el trabajo en equipo;
los factores significativos que influyen en la productividad incluyeron la capacitacion del
personal, la innovacion tecnoldgica y el entorno laboral. Los hallazgos contribuyen a la
limitada literatura sobre las habilidades blandas como impulsores del desarrollo humano
y organizacional al ofrecer evidencia empirica de su impacto positivo en la productividad.
Esta investigacion destaca el valor estratégico de las habilidades blandas en la
conformacion de un modelo de desarrollo que mejora el desempefio de los empleados y
apoya la sostenibilidad organizacional. El modelo proporciona un marco practico para las
empresas que buscan mejorar la productividad a través de iniciativas especificas de
desarrollo de habilidades blandas.

PALABRAS CLAVE:

productividad de los empleados, productividad Ilaboral, habilidades blandas,
empleabilidad, modelado con ecuaciones estructurales

1. INTRODUCTION

Micro, small and medium-sized (SMEs) enterprises are a key economic sector in
developing economies such as Colombia. SMEs contribute to the growth of the economy,
and through their commercial activities they contribute to the growth of the country’s
gross domestic product (Sudarmo, Dwi Suhartanti, & Eko Prasetyanto, 2022). In the case
of Bogota, which is the capital city of Colombia, SMEs represent 97% of the business
fabric (Cdmara de comercio de Bogotd, 2021). And Bogot3, as the capital city, contributes
approximately 25% of the total Gross Domestic Product of Colombia (Larepublica, 2023),
additionally, eight out of every ten jobs are generated by SMEs (Larepublica, 2022).
Consequently, SMEs are consolidated as the economic engine for Bogota and for
Colombia. Due to the importance of SMEs in the Colombian economic context, it is
important to design policies and programs aimed at strengthening the capabilities of SMEs
in areas such as management, finance, marketing and administration, offering support in
identifying market opportunities and improving processes can enhance their performance
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and long-term sustainability (Salas, Candelo, & Rivera, 2024). According to (Namdarian,
Sajedinejad, & Bahanesteh, 2020), achieving a competitive advantage from
organizational knowledge requires its precise management called knowledge
management, within this field of knowledge is the management of human talent. Previous
research, such as that developed by (Aguenza, 2012) (Harris & Fleming, 2017), has
pointed out the role of employee productivity as a key factor and the main driving force
for companies. Business development is necessary to be able to generate sustainable
competitive advantages, therefore, organizations are obliged to improve the associated
productive factors, one of them focuses on employee productivity (Sudarmo, Dwi
Suhartanti, & Eko Prasetyanto, 2022). Employee productivity provides critical insights into
the dynamics of motivation and work processes (Olekanma, Harrison, Oyewunmi, &
Adedeji, 2024). Starting in the 1990s many firms, especially in the advanced economies,
have started to embrace new work patterns/practices, one of these practices is associated
with the analysis, generation and measurement of employee productivity as the main
driver of company productivity and organizational performance (Wadu Mesthrige & Hung
Chiang, 2019) (Buallay, Adden Abuhommous, & Kukreja, 2021), there are multiple factors
that can affect the productivity of employees, one of them, which significantly affects this
productivity, is related to human interactions or relationships within the offices (Haynes,
2007). According to the available scientific evidence, there is no single criterion that can
be used to measure employee productivity, that is, its construction, modeling, and
analysis is multivariate.

Therefore, identifying and implementing appropriate productivity variables is
essential for developing employee productivity. Another factor associated with business
sustainability that has received special attention and research growth in the last 10 years
is that of soft skills. Several recent studies have concluded that soft skills contribute
significantly to success in the workplace (Dabke, 2016) (Deming, 2017) (Robles, 2012)
(Taylor, 2016) (Manullang, 2017). While soft skills have traditionally been undervalued
compared to hard skills in the workplace, employers in today’s market have begun to
emphasize soft skills as more important than hard skills (Kasten, 2014). Currently,
possessing various academic degrees and technical skills is not enough to get and keep
a job, nor to function adequately in the business world (Beard, Schwieger, & Surendran,
2008) (Schulz, 2008) (Gibson & Sodeman, 2014). Employers are recognizing employee
soft skills as strong contributors to a company’s competitive edge (Deepa & Seth, 2013).

To stay active in an increasingly dynamic economy and in highly competitive work
environments, workers in organizations need to have not only hard skills, but also soft
skills, since both types of skills not only help employee development, but are a means of
organizational improvement and sustainability. The deficiency in the development of soft
skills in professionals becomes a situation of increasing concern, since companies demand
highly trained professionals with this type of skills that ensure quality and efficient work
performance for employers, as well as for employees a secure, dignified and stable job
with opportunities to continue growing professionally (Infante-Alcantara, Araiza-Vazquez,
& Ldépez-Pérez, 2023). The gap found in the literature to date is based on the fact that
employee productivity has been approached as an independent variable focused on
explaining organizational performance; however, it has not been analyzed as a dependent
variable. This implies that the influence that soft skills have on employee productivity has



A s E—_—

. ADMNSTRR

I

not been determined. Therefore, by addressing this research, a broader understanding
of soft skills and organizational performance would be created. Another important factor
analyzed was the analysis of research trends in the fields of productivity, employee
performance, and soft skills. These trends indicate a growing interest in research in these
fields, this research is illustrated in figure one. This interest can be explained by the fact
that sustainability and organizational performance are not only explained through
traditional or advanced models that address technical variables; it is necessary to expand
the analysis to include variables associated with human behavior.

Figure 1.
Research in the fields analyzed
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The problem arises in that the current theoretical frameworks provide limited
guidance to employers as to about the importance and potential that soft skills have for
the development of their employees, and the development of the organization in the
short, medium and long term. Furthermore, no significant evidence has been found of
the impact of soft skills on employee performance. Similarly, no evidence was found that
employee productivity analysis and workloads are a dependent variable explained or
influenced by soft skills. Consequently, this paper aims to determine the influence that
critical soft skills have on employee performance, which could provide better guidance
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not only to employees, but also to employers to improve their performance indicators. As
previously identified, soft skills have a positive and significant influence on organizational
performance, therefore, this research contributes to the field of knowledge as it identifies
critical soft skills that directly affect employee productivity, and therefore, have an impact
on organizational performance, this, in turn, contributes to business sustainability. This
problem, in principle, has been identified through a national survey of C-suite executives
conducted by Northeastern University reported that 73 per cent of business leaders
recognize a skills gap among today’s workforce, and 87 per cent believe that today’s
college graduates lack the necessary skills to succeed (Northeastern Global News, 2014).

In order to support the objective of this research, this article begins the scientific
description about soft skills, and their effect on employee productivity, and on
organizational performance, and proposes the following hypothesis:

H1: There is a positive and significant relationship between soft skills and employee
productivity.

Subsequently, a theoretical description of the main concepts is made, and the soft
skills that are considered critical are identified, as well as the critical variables for the
concept of employee productivity. The measurement model through structural equations
is proposed, on which its measurement is carried out, and finally the conclusions,
discussion, and limitations are set out. This study adds to the knowledge available in the
field of soft skills. Beyond simply analyzing and quantifying how soft skills influence
employee productivity, the research included specific variables on which the organization
can directly influence. By observing the role that different factors play in the employee
performance, we can fill a space in the literature and disseminate an understanding of
the influence of soft skills have on the employee productivity.

2. THEORETICAL BACKGROUND

Employee productivity

Workforce productivity is a crucial factor that can enhance, strengthen and sustain a
company'’s overall business performance (Mohammad, Quoquab, Halimah, & Thurasamy,
2019). Employee productivity provides critical insights into the dynamics of motivation
and work processes (Olekanma, Harrison, Oyewunmi, & Adedeji, 2024). The different
productivity measures have as their main objective the analysis of work-related aspects,
employee behavior, motivation levels, and factors underlying human capital (Velimirovica,
Velimirovicb, & Stankovica, 2011). Consequently, this productivity can be understood in
a global way as through certain inputs, employees transform them into products of
organizational value in a given period (Olekanma, Harrison, Oyewunmi, & Adedeji, 2024)
(Igudia, 2021), and from this concept, each organization, and from various investigations
carried out, has tried to establish the types of indicators that allow this to be measured,
and the frequency of these measurements. However, not only the results obtained are
important, but also their quality, thus, bringing to the fore ongoing debate that measuring
productivity is quite controversial and difficult (Davenport & Prusak, 2000). Given the
complexity in the analysis of employee productivity that is based on an integration of
factors, Coker, 2011defined it as the level of employee performance in relation to a series
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of factors such as attendance, work quality, capacity of performance, and personal
factors, but it also depends to a large extent on the organizations’ strategies
(Darvishmotevali, Altinay, & Koseoglu, 2020). Various investigations have addressed the
concept of employee productivity, and although the definitions do not have a significant
difference, a very interesting structure has been determined that allows for an in-depth
analysis of the characteristics of this productivity. According to (Olekanma, Harrison,
Oyewunmi, & Adedeji, 2024), productivity is defined as the ability of an employee to
transform inputs (instructions, requirements, etc.) into results in a given period of time.
A research conducted by (Rueda, Jiménez, & Sanchez, 2015)managed to determine the
positive influence of the training of related human talent and compensation on the
efficiency of projects, this type of research is significant in the body of knowledge because
projects are the unit of organizational development, and it is the way through which the
strategic plans of organizations manage to be implemented.

Employability

The concept of employability capital draws its foundation from a rich basket of theories
and frameworks, each accentuating the importance of various dimensions, such as social
attributes, emotional intelligence, psychological capital, and cultural intelligence
(Bisschoff & Massyn, 2024). Tong and Gao (2022) note that employability is a measure
of employees’ competencies as well as an instrument for understanding the linkage
between the job market and higher education (Paunescu, Acatrinei, Argatu, McGUIRE, &
Zhang, 2024). A complementary field to soft skills is that of Employability capital, since it
emerges as a component of personal attributes (Tomlinson , 2017). Employability capital
shows potential employers the capacity of certain subjects for the future development of
soft skills (Wilton , 2014), which in turn can ensure that employees keep their jobs
(Peeters, y otros, 2019). In conclusion, employability refers to the set of skills, attributes,
and experiences that enable an individual to secure and maintain employment, and to
successfully navigate and adapt to a constantly evolving labor market. Therefore, it is not
only about quantitative expressions, but also about the ability to apply knowledge and
skills in various work environments (Tomlinson, Graduate Employability and Student
Attitudes and Orientations to the Labour Market, 2007).

Labor productivity

Labour productivity is a concept related to employee productivity, as it represents the
volume of output produced per unit of labour input, that is, labour productivity measures
the average amount of goods and services produced for each hour worked by the labour
force (BureS & Stropkova, 2014). Labour productivity is a key dimension of economic
performance and an essential driver of changes in living standards. Labor productivity
measures the efficiency of a country with which inputs are used in an economy to produce
goods and services and it offers a measure of economic growth, competitiveness, and
living standards within a country (International Labour organization, 2014). Labor
productivity is a key dimension of economic performance and an essential driver of
changes in living standards (OECD, 2018). Improving labor productivity is one of the core
objectives of firms (Ahn, Yoo, & Cho, 2023). Labor productivity is one of the most
common indices among partial productivities. This index describes the role of labor in
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manufacturing products or services. More labor productivity indicates better efficiency
and more useful labor (Nezu, 2001). Labor productivity therefore is a key measure of
economic performance. High labor productivity growth can reflect greater use of capital,
falling employment of low-productivity workers or general efficiency gains and innovation.

Soft skills
The conceptualization of soft skills has undergone significant evolution in both theoretical
and empirical domains. Initially perceived as a set of observable interpersonal behaviors,
soft skills are now understood as encompassing a broad spectrum of attributes, including
attitudes, values, socio-emotional competencies, and non-cognitive forms of intelligence
(Coetzee, 2012). Soft skills facilitate the development of a collaborative and
psychologically safe working environment, which in turn enables employees to perform
more efficiently and contributes to measurable improvements in job performance
(Namora, Zunaida, & Widayawati, 2023). According to (Succi & Canovi, 2019), soft skills
make up a group that combines interpersonal and intellectual skills that positively help
people to face daily environments in their lives, and organizational environments.
Human resources represent a critical asset and a foundational element in the success
of any organization. Within this context, soft skills are increasingly acknowledged as
essential components of the competency profile required for future employment, given
their role in enhancing adaptability, collaboration, and interpersonal effectiveness in
dynamic work environments (Polakova, y otros, 2023); In other words, these soft skills
are qualities that make someone a good employee and generate compatibility with co-
workers. Development of soft skills is more important than development of technical skills
when it comes to performing globally (Minbaeva & Collings, 2013). Therefore, it is
necessary to emphasize the importance of human skills, as the labor market recognizes
and rewards these skills for their ability to confer flexibility and adaptability, thus
reflecting the competitive attributes of the future workforce (Polakova, y otros, 2023).

3. CONCEPTUAL MODEL

Through a bibliometric analysis conducted in recent years, a set of research articles was
identified that provided empirical evidence on the relationship between soft skills and
employee productivity. Based on this corpus, a frequency analysis of the variables
employed in these studies was performed. The objective was to identify the most
recurrent soft skill indicators utilized across the literature. The analysis led to the following

conclusions:
Figure 2.
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Figure 2 presents a synthesis of twelve years of research on soft skills, highlighting the
critical or most frequently cited soft skills identified in each study. The figure concludes with a

summary of the cumulative frequencies of these skills across the reviewed literature.

Subsequently, Figure 3 offers a graphical representation of the frequency distribution of the soft
skills analyzed. The selection of the observable variables associated with the Soft Skills factor was

conducted through a systematic procedure that involved the review of peer-reviewed research

articles published over the past twelve years. In light of the considerable diversity of soft skills
identified and the methodological constraints of this study, a frequency analysis was employed to

determine the most recurrent variables reported in the literature.

Planning and organization
Resilience
Organization
Initiative

Empathy
Information management
Results orientation
Negotiation

Time management
Writing

Analytical skills
Listening
Adaptation

Critical thinking
Creativity
Continuous learning
Leadership
Decision making
Teamwork

Problem solving
Communication

Figure 3.
Soft skills frequency chart variables
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A similar approach was employed in the analysis and identification of critical variables
related to the concept of employee productivity. This process is summarized in Figures 4
and 5. While research on employee productivity has shown a clear upward trend (Figure
1), there remains a limited body of work that thoroughly examines the variables
associated with the Employee Productivity factor. As such, the review of the current
literature focused on studies published from 2017 onward. Subsequently, a procedure
analogous to the one used for identifying the variables related to soft skills was applied.
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Figure 5.
Frequency chart of employee productivity variables
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In conclusion, below is a summary of the critical variables found in the literature review
of the concepts of soft skills and employee productivity, definitions and proposed authors:

Table 1.
Observable variables included in the model

LATENT OBSERVED

VARIABLE | VARIABLE DEFINITION AUTHORS

(Polakova, y otros, 2023).

(Gruber, Barni de Campos, Pereira, Hansch, & Borges,
Ability to convey, transfer and 2022)

Communication

(K1) receive information, ideas and |(Rodriguez, Sierra, Falcon, & Latorre, 2021) (Suleman,

feelings. y otros, 2021) (Singh, Paul, & Tewari, 2021)

Soft Skills

(Chaibate, Hadek, Ajana, Bakkali, & Faraj, 2020)
(Olarinre Oladokun & Taiwo Gbadegesin, 2017)
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Problem solving
(SK2)

ADMINGTER
Abilities  that influence the
acquisition and application of

knowledge in complex problem-
solving

(Polakova, y otros, 2023) (Infante-Alcantara, Araiza-
Vazquez, & LOpez-Pérez, 2023) (Gruber, Barni de
Campos, Pereira, Hansch, & Borges, 2022)
(Constantino & Rodzinka, 2022) (Rodriguez Martinez,
Sierra Sanchez , Falcon Linares, & Latorre, 2021)
(Suleman, y otros, 2021)

(Singh, Paul, & Tewari, 2021)

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

(Polakova, y otros, 2023) (Gruber, Barni de Campos,
Pereira, Hansch, & Borges, 2022) (Constantino &
Rodzinka, 2022) (Rodriguez Martinez, Sierra Sanchez ,
Falcon Linares, & Latorre, 2021) (Suleman, y otros,

Teamwork Ability  to  effectively  and|2021) (Singh, Paul, & Tewari, 2021) (Chaibate, Hadek,
(SK3) cooperatively work in small groups | Ajana, Bakkali, & Faraj, 2020)
toward a common goal.
(Zepeda, Cardoso , & Rey, 2019)
(Mahfud, Jati, & Mulyani, 2017)
(Cimatti, 2016)
(Infante-Alcantara, Araiza-Vazquez, & Lopez-Pérez,
2023)
Competence to choose the | (Constantino & Rodzinka, 2022)
Decision alternative following a complete | (Rodriguez Martinez, Sierra Sanchez , Falcon Linares, &
process and assume full | Latorre, 2021)

making (SK4).

responsibility for the consequences
of the decision made

(Suleman, y otros, 2021)

(Singh, Paul, & Tewari, 2021)

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

Employee
Productivity

Flexible work arrangement that
enables employees to work outside

(Faroog & Sultana, 2021)

Remote  work|the traditional corporate office .
(EP1) operated by the employer (Nwankpa & Roumani, 2024)
(Sulaimon & Ametepe, 2024)
It entails providing employees with
training, workshops, coaching, | (Sulaimon & Ametepe, 2024)
mentoring, or other learning
Workforce opportunities in order to inspire,

training (EP2)

challenge, and motivate them to
perform their job functions to the
best of their abilities while adhering
to local, state, federal, and licensing
organizations guidelines

(Gamal Aboelmaged, 2017)

(Igudia, 2021)

Technological
innovation
(EP3)

It increased the speed with which
service firms can deliver prompt
services or products to consumers
while ensuring that quality is

(Gamal Aboelmaged, 2017)

(Sulaimon & Ametepe, 2024)

(Igudia, 2021)
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identified as the primary driver of
technology investments.

(Coppersmith, 2019)

Work
environment
(EP4)

The physical, social, and
psychological conditions in which
people work

(Putri, Yusof, Hasan, & Darma, 2017)

(Tarigan, Cahya, Valentine, Hatane, & Jie, 2022)

Based on the relationship proposed as a hypothesis, the conceptual model illustrated
in Figure 6 is proposed, in which soft skills are proposed as an independent latent variable,
and employee productivity is proposed as a dependent latent variable:

Figure 6.

Proposed conceptual model
(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 Sénchez,
Falcén Linares, & Latorre, 2021);
(Constantino & Rodnizka, 2022); (Gruber,
Barni de Campos, Pereira, & Borges, 2022);
(Infante, Araiza, & Lopez, 2023); (World
Economic Forum, 2023); (Polakova, y otros,
2023)

SOFT SKILLS

(Sulaimon & Ametepe,
2024)
(Nwankpa
2024)
(Abdelwahed & Doghan,
2023)

(Bashir et al., 2024)
(Agudelo  Orrego &
Escobar Valencia, 2022)
(Farooq & Sultana, 2022)
(Tarigan et al., 2022)

(Tan & Olaore, 2022)
(Sudarmo et al., 2022)
(Mohammad et al., 2019)
(Putri et al., 2017)

& Roumani,

EMPLOYEE

H1

PRODUCTIVITY

The conceptual model and hypothesis proposed in this study are grounded in
independent investigations conducted by the authors, as illustrated in Figure 6. However,
as previously discussed, empirical evidence supporting the proposed relationship between
soft skills and employee productivity remains limited. Figure 7 and Table 1 depict the
structural model and its corresponding mathematical configuration, which will be tested
to assess the validity of the hypothesis presented. The model incorporates two latent
variables (&1, &), and within these, employee productivity (&) is the dependent variable.
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Each latent variable has 4 observable or indicator variables, which configure the structural
model.

Figure 7.
Proposed structural model

P
5, EP1.Remote work ~ [dmmmmm—
.
: EP2. Workforce training |4—
EMPLOYEE
PRODUCTIVITY
) ; P
_3,| SK3. Teamwork EP3.i ;:;C;lggglcal
0, ]

—il SK4. Decision making K, £ Wik et Py
4. Work environmen |4—

Table 2.
Equations related to the structural model

LATENT

BSERVABLE VARIABLE
VARIABLE OBSERV v

SK,
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SOFT SKILLS ASK:; &+82
(SK) SK;
ASK31 &1103
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ASK41 E1+d4
EP,
AEP1> &1py
EP,
AEP2 &1po
EP,
AEP3; &1p3
EP,

AEP4> &1pyg

EMPLOYEE
PRODUCTIVITY
(EP)
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4. METHODOLOGY AND RESEARCH PROCESS

Sample and data collection

The target population of this research is made up of employees of small and medium-
sized companies, who have been working for the organization for one year or more. The
types of organizations to study are public and private. This research has a scope for
micro, small, and medium-sized companies because it is a strategic sector for Colombia.
The selection of the population to study was based on the authors' suggestions related
to sample sizes in structural equation models. According to (Rex, 2016) suggests an
appropriate sample size of 20 cases for each variable contained in the model. This leads
to the inference that for this research, in which there are eight observable variables, a
size of 160 questionnaires is required. However, a greater number of questionnaires will
be sent due to losses resulting from poorly completed or incomplete instruments. The
questionnaire is composed of basic information about the interviewee, an explanatory
section of the concepts discussed, and 5 sections of questions with a Likert scale. This
questionnaire was previously validated through expert opinion.

Data analysis

The data collected have been analyzed respecting the rules about the privacy and
adopting all the techniques for avoiding possible biases (Ott & Longnecker, 2015). The
questionnaires were developed and sent in Word and Google Forms, and were
subsequently analyzed using the SPSS statistical package, through the application called
AMOS, since these models focus on the estimation and validation of statistical
relationships between latent variables or constructs. In this research work, the model
consists of one exogenous variable, one endogenous variable, and eight observable
variables. The assumptions required to perform SEM were validated through SPSS,
establishing a sufficiently large sample (Byrne, 2016).

5. RESULTS

Measure development
Employee productivity (&) is the dependent variable in the model that measures the
influence of soft skills (§1).

The observable variables associated with soft skills (§1) are: communication (SK1),
problem solving (SK2), teamwork (SK3), and decision making (SK4).

Finally, employee productivity (§2) has the following associated variables: remote
work (EP1), workforce training (EP2), technological innovation (EP3), and work
environment (EP4).

Hypotheses testing

The examination of the conceptual framework was conducted with the use of the 'SEM
technique (Hair, Andreson, Tatham, & Black, 1995). The estimation of the structural
model was conducted with the maximum likelihood estimation method, which is the most
widespread method of estimation (Kelloway, 1998). The tested hypothesized model
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consisted of two latent variables, eight observable variables, eight measurement errors
associated with latent and indicator variables, and a residual variable linked to the
dependent variable (figure 7). The model was evaluated by statistical means to determine
the adequacy of its goodness-of-fit.

In the first run of the measurement, the structural model was chosen to test the
hypothesized model accordingly to theory; oriented from previous studies by (Deming,
2017) (Manullang, 2017) (Suan Chin, 2021) (Abdur, 2023) (Adi Jaya & Maryanto, 2023)
(Namora, Zunaida, & Widayawati, 2023) (Sudarso, Prakoso, & Widakdo, 2022) (Polakova,
y otros, 2023) (Nwankpa & Roumani, 2024) (Abdelhamid & Al Doghan, 2023) (Agudelo
Orrego & Escobar Valencia, 2022) (Farooq & Sultana, 2021) (Tarigan, Cahya, Valentine,
Hatane, & Jie, 2022) (Tan & Olaore, 2021) (Sudarmo, Dwi Suhartanti, & Eko Prasetyanto,
2022) (Mohammad, Quoquab, Halimah, & Thurasamy, 2019) (Putri, Yusof, Hasan, &
Darma, 2017).

Table 2 shows the indicators that establish the goodness-of-fit of the hypothesised
model indicated a poor fit. The results (shown in Table 3) of this first run indicated that
the root mean square residual (RMSEA = 0.176) was greater than 0.08, indicates a poor
fit for the model (Byrne, 2016). In the Tucker-Lewis Index (TLI =0.808), this indicator
should be close to one (Jéreskog and Sérbom, 1998); in the comparative fit index (CFI
=0.87), this indicator ranges from zero to one, with higher values indicating a better fit
(Hu and Bentler, 1999); in the x2/degrees of freedom index (CMIN/DF = 7.702), this
indicator must be < 5. In the normed fit index (NFI =0.855), a value 0.90 is typically
considered representative of a well-fitting model (Bentler, 1992).

Table 3.
Parameter estimates of the model one
Relationship Estimate SE CR P
Employee productivity «—— Soft Skills 0.292 0,077 3.814 *=*=*
Note: *** Significant level
Table 4.

Goodness-of-fit statistics model in the first run

Recommended value Results of

Fit index , o
(Hair et al.. 2012) the model
RMSEA <0.08 0.176
TLI >0.8 0.808
CFI >0.9 0.87
CMIN/DF <0.5 7.702

NFI > 0.9 0.855
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Second run of the model with modification indices

In the second run of the model, the modification indices were used. SEM provides a
unique approach to variance and measurement error interdependence, following
methodological guidelines of SEM from (Byrne, 2016). It uses goodness-of-fit statistics
and the modification indices for each parameter, which were computed by SEM. The
covariance within measurement errors was estimated in the model; Table 4 shows the
modification indices.

Table 5.
Modification indices
ML Par

Change
E3 <> ES5 4,742 0.018
E2 <--> E3 11.686 0.166
El <> E2 5.525 -0.105
S1 <--> E3 10.406 -0.114
S1 <-> El 12.028 -0.113
S2 <> ES5 14.762 -0,022
S2 <--> E4 10.583 -0,069
S2 <--> E3 6.674 -0,104
S2 <--> Sl 11.551 0.084
S3 <--> ES5 7.891 0.009
S3 <--> E4 7.705 0.033
S3 <> 82 8.039 -0.046
S4 <-> E4 4,264 -0,045
S4 <--> E2 5.596 0.083
S4 <--> El 4.064 0.077
S4 <> 82 46.953 0.197

The incorporation of the error covariance between the elements produced an
improvement in the adjusted model that is reflected in the goodness and adjustment
statistics (Table 5). Accordingly, the RMSEA decreased from 0.176 to 0.08. RMSEA (shown
in Table 6) is recognized as one of the most informative criteria in the evaluation of model
fit, and the RMSEA value of 0.08 indicates a good fit (Schreiber et al., 2010). The other
goodness-of-fit indices also improved. Based on all these indicator s as well as on
goodness-of-fit statistics, the theoretical model was considered valid. Based on the results
obtained, and with the aim of responding to the hypothesis raised, as illustrated in Table
5, soft skills (§1) have a positive and significant impact on employee productivity (&), with
B = 0.95, p =*** (significant).
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Table 6.
Adjusted model: parameter estimates

Relationship Estimate S.E CR P

Employee productivity «———  Soft Skills 0.95 0.084 3.805  Fw*
Communication — Soft Skills 0.796 0.085 11,791  ‘k**
Problem solving — Soft Skills 0.617 0.064 11.841
Teamwork — Soft Skills 0.27 0.077 13,94 ek
Workforce training ——— Employee productivity 0.54 0.594 3,468  kkx
Technological innovation «—— Employee productivity 0.415 0.523 3.447 ek
Work environment = <«——— Employee productivity 0.93 0.956 3,919  kkx

Note: *** Significant level

Table 7.
Goodness-of-fit indices in the adjusted model

Recommended value Results of the

Fit index (Hair et al., 2012) model
RMSEA <0.08 0,08
TLI > 0.8 0.96
CFI >0.9 0.986
CMIN/DF 3 2
NFI >0.9 0.976

The model presented in Figure 8 illustrates the estimated coefficients for the significant
variables, derived following the application of modification indices intended to enhance
the model's fit. A positive and statistically significant relationship between soft skills and
employee productivity is evident. Specifically, an increase in the development and
application of soft skills is associated with an inferred improvement in labor productivity.
The observable variables significantly linked to the Soft Skills factor include
communication, problem-solving, and teamwork. Among these, communication presents
the highest factor load; consequently, its strengthening has a positive impact on the
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general development of this factor. The Employee Productivity factor is made up of the
observable variables training, technological innovation and work environment, the latter
having the greatest weight. Therefore, improvements in the work environment have a
direct impact on the increase in employee productivity.

Figure 8.
Final model with results of significant variables and estimators

SK1. Communication EP2. Workforce training

EMPLOYEE
SK2. Problem solving PRODUCTIVITY

EP3. Technological
innovation

&

SK3. Teamwork EP4.Work environment

6. DISCUSSION AND CONCLUSIONS

These findings provide valuable insights into organizational performance, highlighting the
importance of human resource management interventions. By strategically addressing
these factors, organizations can generate added value and achieve a differentiated level
of competitiveness. According to the results reported in Table 5 and 6, the study
demonstrates the existence of positive and significant relationship between soft skills (&1),
and employee productivity (&). This result is in line with previous studies, which, although
indirectly, illustrated a relationship between soft skills, employee productivity, and
organizational performance (Olekanma, Harrison, Oyewunmi, & Adedeji, 2024) (Namora,
Zunaida, & Widayawati, 2023) (Polakova, y otros, 2023). Therefore, to generate
competitive advantages, organizations can incorporate a series of targeted investments
in soft skills as part of their improvement strategies. These investments are expected to
have a positive and statistically significant impact on employee productivity, leading to
broader organizational improvements. This approach reflects a shift in management
focus, emphasizing not only financial performance but also the development of human
capital.

Additionally, the findings underscore communication, problem-solving, and teamwork
as critical variables within the soft skills framework. And the training of workers,
technological innovation, and the work environment as significant variables in employee
productivity. These results emphasize the critical role of the human factor in
organizational development, providing new evidence regarding the impact of qualitative
variables within organizational settings. In doing so, they support and validate previous
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studies that highlight the importance of developing and internalizing soft skills. This
research not only analyzed the overarching soft skills factor but also identified and
examined associated variables, including communication, problem-solving, teamwork,
and decision-making. Among these variables, decision-making does not exhibit a
significant impact on employee productivity. Consequently, organizations may consider
integrating the development and internalization of this skill within their career
development plans. While this research contributes to advancing the body of knowledge
in the fields of management and business, it is important to acknowledge certain
limitations. Specifically, the study was conducted in the city of Bogota, and cultural factors
unique to different regions may influence the applicability and generalizability of the
results. Another limitation pertains to the sample size, as a total of 900 questionnaires
were distributed, with only 286 completed responses received. Additionally, response bias
may be a concern, as participants could have felt reluctant to disclose certain
organizational information due to concerns about job security or potential repercussions.
Finally, that each categorical variable has an underlying continuous and normally
distributed scale is undoubtedly a difficult criterion to meet and, in fact, may be totally
unrealistic (Byrne, 2016).

The results of this research have theoretical implications that contribute to the existing
literature on business and management from a human resource intervention perspective:

First, the results contribute to clarifying and emphasizing the role of soft skills in
employee productivity. The literature review demonstrated that soft skills significantly
influence organizational performance. Although there is limited research specifically
addressing the relationship between soft skills and employee productivity, the available
evidence suggests a positive and statistically significant association, thereby contributing
to organizational sustainability. This study also identified key variables associated with
employee productivity, such as employee training, technological innovation, and the work
environment, all of which were found to be significant. These findings offer valuable
insights for organizations, suggesting a shift away from traditional approaches to labor
productivity—many of which focus on increasing working hours—in favor of strategies
that promote the development of soft skills and improve the work environment. A positive
impact, derived from low investment costs, can generate positive and significant changes
in employee productivity, improving not only the results obtained, but also healthy work
environments. Second, the results allow us to infer that salary increases or bonuses,
although they may be motivating for employees, do not necessarily ensure higher levels
of productivity. Investments focused on technology and the work environment have a
favorable impact on this productivity. This research constitutes a significant contribution
to human capital development strategies in small and medium-sized enterprises (SMEs).

Based on the results obtained, senior management would be in a position to design
and implement career plans aimed at strengthening internal talent. These plans should
include two fundamental components: the first, focused on the development of hard or
technical skills, related to the acquisition of specific knowledge in various functional areas;
and the second, focused on the strengthening of soft skills, adjusted to the behavioral
competencies required by each position. The implementation of this structure would
contribute not only to maximize personnel productivity, but also to optimize the allocation
of training resources by focusing on specific training needs aligned with organizational
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objectives. It would also become a strategic input for human talent management
processes, particularly during the recruitment and selection stages, by facilitating the
precise definition of required occupational profiles. As a result, it would increase the
probability of recruiting suitable collaborators, whose competencies are effectively
adjusted to the specific demands of the organization. An additional benefit of
implementing this model lies in the possible reduction of staff turnover. By promoting the
development of specific skills aligned with organizational requirements, a greater affinity
between employees and their work environment is favored, which could translate into
greater stability and commitment on the part of human talent.

7. FINAL REMARKS, LIMITATIONS AND FUTURE DIRECTIONS FOR RESEARCH

Over the last few years, an increasing number of researchers and practitioners
have provided managerial studies about soft skills, and employee productivity, however,
many of these investigations analyze the significance of these factors, and very few
investigations analyze the influences or impacts between factors. With the aim to bridge
this gap, the paper tries to build a model that determines the influence between factors,
whose objective is to establish critical variables that affect the behavior of these factors.

Accordingly, the research demonstrates the existence of variables associated with
soft skills that affect employee productivity, opening to multiple managerial implications.
In this sense, this research provides input that encourages and promotes improvement
in the human resources of organizations, thus providing a vision about the management
of employees and those critical variables on which companies could develop career plans,
focused on specific needs. In this way, budgets will be optimized by focusing on very
specific criteria with a high organizational impact. From this perspective, several general
recommendations can be derived as following summarized:

v’ Prioritize communication, problem solving, and teamwork as soft skills to
develop, and generate continuous training.

v' Companies must ensure that they improve the training of their workforce,
technological innovation, and the work environment, since these variables,
added to the soft skills described above, maximize the productivity of their
employees, and as a consequence, the probabilities of sustainability of
organizations over time increase.

v This type of research opens the door for companies, and with contributions from
the university, to address in a more in-depth way the study, management and
improvement of human talent, as a critical factor in the success and
sustainability of organizations.
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