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Design and Presentation of a Human Resource
Allocation Model with a Soft Skills Approach

ABSTRACT

The aim of the present study is to design and present a human resource allocation model with a
soft skills approach. The research is exploratory in terms of purpose, qualitative in terms of data
type, cross-sectional in terms of data collection time, and survey-based in terms of research
method. The statistical population consists of experts, managers of knowledge-based companies,
and university professors in the city of Karbala. The results of the study indicate that, in the
qualitative section, five main dimensions were identified, including required skills, assessment of
employees’ current skills, identification of job requirements, appropriate selection and training of
employees, and monitoring and evaluation of soft skills. The qualitative data analysis tool
employed was the thematic analysis technique. The research findings show that, out of 188
categories, seven dimensions were extracted, including identification of required skills, evaluation
of employees’ current skills, identification of job requirements, appropriate selection and training
of employees, and monitoring and evaluation of soft skills. This study recommends that creativity,
socio-human systematic perspectives, explorative and critical thinking, and innovation (including
technology and digitalization) can contribute to balancing the knowledge, skills, and abilities
required for professionals to perform effectively in their professional activities.
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Introduction

In contemporary management science, the allocation of human resources has evolved beyond the traditional paradigm of

matching qualifications with job requirements. The emerging emphasis on soft skills—interpersonal, emotional, and cognitive

competencies—has redefined how organizations conceptualize human capital as a strategic asset. In the digital and

knowledge-driven economy, success is increasingly dependent on employees’ abilities to collaborate, adapt, communicate,

and innovate effectively rather than solely on their technical expertise [1, 2]. Scholars now recognize that while hard skills

remain essential for operational proficiency, soft skills constitute the differentiating factor that enhances organizational

performance, resilience, and innovation [3, 4].
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The concept of soft skills has attracted significant academic and managerial attention because it bridges the gap between
human capability and organizational adaptability. These competencies, including teamwork, problem-solving,
communication, leadership, and emotional intelligence, facilitate effective interpersonal relationships and sustainable
performance in dynamic contexts [5, 6]. As organizations face globalization, digital transformation, and continuous
uncertainty, they require human resources capable of managing complexity through creativity and social intelligence [7, 8].
Consequently, soft skills are not merely complementary traits but strategic imperatives that define the agility and
competitiveness of institutions [1, 9].

In this context, the integration of soft skills into human resource allocation models has become a critical research focus.
Traditional models, which emphasize quantitative optimization of labor distribution, have been increasingly criticized for
neglecting qualitative factors that influence productivity and satisfaction [10, 11]. Modern organizations must balance
technical specialization with social adaptability to ensure not only functional alignment but also cultural and strategic
coherence [12, 13]. Accordingly, scholars have proposed new models of HR allocation that incorporate emotional, cognitive,
and relational dimensions of competence [14, 15].

Soft skills also play a fundamental role in preparing individuals for the rapidly changing demands of the labor market.
Studies indicate that university graduates who possess developed soft skills exhibit higher employability and readiness for
professional environments [2, 16]. This trend reflects the growing alignment between education, labor policy, and industry
expectations, particularly in economies undergoing technological transformation [17, 18]. Moreover, as organizations
transition toward digital ecosystems and Al-assisted decision-making, the human factor—specifically empathy, creativity, and
critical judgment—remains indispensable for balancing automation with human-centered values [19, 20].

From a strategic perspective, soft skill integration contributes to organizational sustainability by enhancing leadership,
communication, and employee engagement [21, 22]. Effective leadership in the modern workplace requires managers to act
not only as decision-makers but as facilitators of trust, innovation, and collaboration [6, 9]. By fostering soft skills through
structured HR policies, organizations can cultivate cultures of psychological safety, collective learning, and ethical
awareness—all of which strengthen institutional legitimacy and long-term competitiveness [1, 4].

The digitalization of HR processes has further amplified the relevance of soft skills within the context of data-driven
management. The emergence of human resource analytics has allowed organizations to quantify qualitative attributes,
providing insight into behavioral patterns, communication efficiency, and teamwork potential [8]. These analytical tools not
only optimize recruitment and training but also predict future performance trends, supporting strategic workforce planning
[10, 23]. However, the challenge remains to balance algorithmic precision with human intuition, ensuring that automated
systems do not marginalize the very interpersonal qualities that define effective collaboration [19, 24].

In knowledge-based organizations, such as those operating in the higher education, technology, and services sectors, the
integration of soft skills is essential for sustaining innovation and institutional learning [15, 25]. The proliferation of digital
platforms and global collaborations has transformed traditional communication patterns, requiring professionals to operate
across cultural, disciplinary, and virtual boundaries [13, 26]. Effective HR allocation in these contexts depends on the ability
to identify and nurture relational competencies that foster synergy across diverse teams [7, 12]. Moreover, the inclusion of
soft skills in HR models enables organizations to adapt to disruptions such as automation, globalization, and socio-political

crises by building a resilient and adaptable workforce [27, 28].



Soft skills development is also directly tied to the competency-based approach in human resource management, which
seeks to align individual abilities with organizational missions [20, 21]. Competency-based HR models emphasize continuous
learning, empowerment, and feedback mechanisms as drivers of professional growth. Within such frameworks, employees
are viewed as strategic partners who co-create value through collaboration and innovation [5, 7]. This paradigm shift
demands a reconceptualization of HR allocation—not merely as a mechanical distribution of labor, but as a dynamic process
of aligning human potential with organizational vision [11, 29].

Furthermore, studies highlight the critical relationship between soft skills and job performance across various cultural and
institutional contexts [12, 22]. Employees with strong interpersonal and emotional competencies tend to demonstrate higher
adaptability, motivation, and ethical decision-making, leading to improved productivity and innovation outcomes [1, 4].
Similarly, at the macro level, nations that invest in soft skills education and professional training show stronger institutional
cohesion and social capital formation [16, 27]. These findings suggest that soft skill development contributes not only to
organizational success but also to broader socio-economic advancement.

Despite growing recognition, the incorporation of soft skills into human resource allocation remains complex, particularly
in developing economies where structural and technological limitations persist [17, 18]. Many organizations continue to rely
on rigid administrative structures that undervalue the qualitative dimensions of performance [24, 29]. To overcome these
challenges, scholars advocate for the use of hybrid frameworks combining analytical modeling with qualitative assessment,
ensuring that both measurable efficiency and human potential are addressed [10, 14]. This integrated perspective enhances
not only the precision of HR allocation but also its alignment with organizational ethics and sustainability goals [8, 20].

The relevance of soft skills—oriented HR allocation models becomes even more apparent in the era of Industry 4.0, where
the intersection of technology and human adaptability defines competitive advantage [7, 23]. Industry 4.0 environments
require professionals capable of synthesizing technological expertise with emotional intelligence and collaborative leadership
[25, 28]. In such contexts, HR allocation must ensure that individuals with diverse competencies are strategically positioned
to create synergy across departments, thereby fostering innovation ecosystems [13, 15].

In conclusion, contemporary organizations must reconceptualize human resource allocation as a strategic, dynamic, and

soft-skill-driven process.

Methodology

Given that the aim of this study is to design and present a human resource allocation model with a soft skills approach,
the research method is classified as exploratory—applied in terms of purpose, cross-sectional in terms of data collection time,
inductive—deductive in terms of philosophical orientation, and survey-based in terms of data collection method and research
nature. To conduct the study, the thematic analysis method was employed. The thematic method involves the use of a
qualitative approach with the aim of identifying, categorizing, and extracting concepts based on the perspectives of relevant
experts and specialists. The stages of the thematic analysis method are presented in Figure 1.

Figure 1

Stages of Thematic Analysis
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The statistical population consists of university professors and managers of knowledge-based companies in the city of
Karbala. The criteria for expert interviews included relevant education and work experience. The sample for this part of the
study was selected purposefully from among the experts based on the principle of theoretical saturation. The sampling
method was snowball sampling, and 10 experts were interviewed. The data collection instrument for the qualitative section
was semi-structured interviews. To ensure validity and reliability, Creswell’s eight strategies for verifying research findings

were applied.

Findings and Results

Table 1 presents the findings related to the demographic characteristics of the participants in the study, including the
average age, average work experience, and academic qualifications in the field of study.
Table 1

Demographic Characteristics of Interviewed Experts

Group Number Mean Age Mean Work Experience Master's Degree Ph.D.
Managers of Knowledge-Based Companies 5 42.22 14.66 60% 40%
University Professors and Academic Experts 5 41.25 15.33 - 100%

An examination of the average age of the interviewed experts showed that managers of knowledge-based companies had
the highest average age (42.22 years), while university professors and academic experts had the lowest (41.25 years).
Regarding average work experience, university professors and academic experts had the highest (15.33 years), whereas
managers of knowledge-based companies had slightly less (14.66 years). Among the participants, seven individuals held
doctoral degrees and three held master’s degrees.

A portion of the interview text from one of the interviewees is presented below:

“From my perspective, focusing on the company’s goals and strategy helps us identify the soft skill requirements needed
to achieve organizational objectives. By defining the company’s goals and strategies, we can determine what types of soft
skills (such as leadership, collaboration, interpersonal communication, and others) are important for our employees to reach
these goals. Considering the company’s goals and strategies, we can emphasize soft skills in the recruitment and selection
process. By defining key criteria for soft skills and having a clear understanding of which skills are required for each job, we
can allocate human resources more effectively by hiring individuals who possess these skills. Based on the company’s soft
skill needs, we can design training and development programs for employees. These programs can help strengthen and
improve employees’ soft skills, thereby increasing performance and enhancing organizational effectiveness. In line with the
company’s goals and strategies, we can also develop a system for evaluating employee performance based on soft skills. This
system can help us identify and reward employees who possess the necessary soft skills and have achieved company
objectives. Such actions lead to increased employee commitment and satisfaction and contribute to retaining and developing
human resources with strong soft skills. Focusing on soft skills in human resource allocation can also promote organizational

culture. Considering the importance of soft skills such as collaboration, interpersonal communication, leadership, and



adaptability, we can promote these skills as core values and expected behaviors within the company. By portraying employees
who possess these skills and leaders who reinforce them, we can shape an organizational culture that fosters and advances
soft skill capabilities.”

By examining the identified open codes obtained from the analyzed interviews, the final step involved defining and naming
the themes. The findings indicate that the most important dimensions influencing the design and presentation of a human
resource allocation model with a soft skills approach consist of five major dimensions: identifying required skills, assessing
employees’ current skills, identifying job requirements, selecting and training suitable employees, and monitoring and

evaluating soft skills. Each of these main dimensions also includes several subcomponents. The results of this categorization

are presented in Table 2.
Table 2

Secondary Codes Derived from Primary (Open) Codes Extracted from the Conducted Interviews

Primary Codes (Extracted from Interviews) Extracted Secondary No.
Codes (Main Indicators)
Emphasis on organizational purpose and strategy — identifying organizational needs — developing soft skills (e.g., leadership, cooperation, Focus on organizational 1
interpersonal communication, etc.) aligned with organizational goals — selection and recruitment aligned with organizational procedures purpose and strategy
— designing employee training and development programs aligned with strategic objectives — performance evaluation and reward
systems linked to goal achievement — enhancing employee commitment and satisfaction through soft skills — retaining and developing
human resources with soft skills — promoting organizational culture aligned with strategic objectives — strengthening soft capabilities
consistent with organizational strategies
Identification of required soft skills — job task and responsibility analysis — matching soft skills with employee profiles — focusing on soft Organizational job 2
skills in selection criteria and job interviews — recruiting in accordance with job analysis — performance evaluation based on job analysis
requirements and soft skills
Emphasis on current employee capabilities and experience — identifying existing soft skills — focusing on abilities such as leadership, Focus on employees’ 3
teamwork, and problem-solving — attention to interpersonal communication and managerial competence — using existing soft skills in HR current capabilities and
allocation — developing current soft skills — transferring skills and experiences — internal HR training — offering courses on communication experiences
and managerial soft skills
Feedback from customers and stakeholders — identifying stakeholder needs — prioritizing soft skills — improving customer satisfaction — Feedback from 4
identifying employee strengths and weaknesses in soft skills — building stakeholder trust — improving internal processes customers and
stakeholders
Identifying competitors and similar industries — assessing required soft skills among competitors — reviewing training, development, and Benchmarking 5
recruitment policies — identifying strengths and weaknesses relative to competitors — enhancing innovation and competitiveness in soft competitors and
skills — identifying opportunities and threats related to soft skills industries
Aligning soft skills with organizational needs — flexibility of soft skills during organizational changes — individual empowerment based on Employee flexibility and 6
soft skills — promoting diversity and interaction in teams — systems thinking and adaptability to change adaptability
Building effective teams — improving intra-team communication — developing communication skills — supporting personal development — Developing team 7
joint problem-solving and decision-making — developing soft skills such as critical thinking, problem-solving, and group decision-making interaction and
collaboration
Self and others’ management and leadership — developing leadership skills — motivating and inspiring team members — positive influence Managing and leading 8
on others — identifying individual strengths and capabilities — collaboration and team engagement — empowering team members — self and others
creating a learning-conducive environment — flexibility in HR allocation — rapid decision-making and adaptability in HR allocation
Possession of analytical and critical thinking skills — analyzing organizational needs — accurate performance evaluation — assessing Possession of analytical 9
capabilities and skills — examining team competencies — assessing potential risks and consequences and critical thinking skills
Communication and interpersonal skills — interaction with key personnel for HR allocation — understanding stakeholder needs — effective Developing 10
and powerful communication — active listening — effective cooperation and interaction — resolving organizational conflicts — adaptability communication and
under changing conditions interpersonal skills
Problem-solving and critical thinking skills — logical analysis of situations and related data — constructive criticism of existing Possession of problem- 11
organizational conditions — providing innovative HR allocation solutions — data-driven decision-making solving and critical
thinking ability
Understanding and addressing organizational needs through soft skills — strengthening interpersonal communication — teamwork and Understanding and 12
collaboration — adapting to challenges and changes — leadership and facilitation skills — prioritization and integration of relevant addressing
information — assessment of individual and team capabilities organizational needs
Efficiently presenting ideas and opinions — providing an open space for discussion — increasing group meetings and dialogue sessions — Effective presentation of 13
using communication platforms and open discussions with leaders and colleagues — encouraging diversity of viewpoints — establishing ideas and opinions
systematic processes for idea collection — using online platforms for receiving ideas — considering expert opinions on soft skills — tracking
and evaluating ideas — creating an environment that fosters ideation and innovation — encouraging freedom of expression and positive
evaluation of ideas — offering financial and non-financial incentives for successful ideas
Thinking outside the box (creative and innovative thinking) — identifying new solutions for organizational problems — employing forward- Ability to think outside 14
looking approaches — improving internal processes — challenging conventional methods — encouraging creative thinking among the box
colleagues
Managing organizational changes — identifying change requirements — adjusting strategy, work methods, and structure — assessing soft Managing organizational 15

skills needed for change — developing knowledge-sharing and experience-sharing skills — training and team development according to
change requirements — recruiting based on change needs — developing soft skills for change management

changes




Identifying required skills based on organizational needs analysis — setting HR allocation priorities — identifying core organizational needs
— aligning with organizational strategy — assessing strengths and weaknesses — evaluating team skills — determining training needs — HR
planning based on soft skills

Aligning with organizational opportunities and visions — identifying required skills — organizational growth and customer demand —
competition, innovation, and technological development — long-term transformation — analyzing current skills — examining members’
soft and technical skills — training and developing soft skills — considering individual experiences — aligning individuals with organizational
opportunities — enhancing soft skills in line with strategic goals — creating a suitable environment for growth and development
Evaluating current employee skills — identifying strengths and weaknesses — developing soft skills — allocating HR for promotion and
advancement — encouraging and retaining employees for soft skill development

Considering organizational culture — developing soft skills and rewarding top performers — aligning employee soft skills with
organizational culture — enhancing organizational culture — selecting employees compatible with culture — creating a positive cultural
impact — rewarding soft skill excellence and performance success

Empowering and developing employees’ soft skills — creating training opportunities — promoting a learning culture — identifying skill
needs — providing educational resources — periodic and systematic performance assessment — offering advancement opportunities —
assigning new and challenging tasks

Monitoring and evaluating employee performance — identifying top soft skills — feedback from colleagues, managers, and customers —
gaining soft skills through training — strengthening employees’ soft skills — aligning with project and team needs

Measuring employee progress based on identified needs — focusing on performance evaluation and progress — developing soft skills —
providing targeted educational resources — recruiting employees based on required soft skills — assessing performance and progress in
soft skills

Feedback and guidance from employees and managers — evaluating soft skill performance — supervisor and peer observations — feedback
through coaching and mentoring — providing managerial counseling, workshops, and training — enhancing leadership — using 360-degree
evaluations and direct feedback

Motivating employees to improve soft skills — offering learning and career growth opportunities — valuing and rewarding soft skill
enhancement —improving organizational culture to promote soft skills — providing feedback and recognition — enhancing job satisfaction
— creating career advancement opportunities — fostering a healthy work environment and work-life balance - offering suitable rewards
and benefits

Aligning soft skill practices with organizational needs — identifying organizational needs — reviewing strategies, goals, and activities —
assessing employee strengths and customer feedback — designing appropriate training programs — developmental dialogues and learning
resources — implementing continuous training programs — evaluating and measuring soft skill practices

Organizational needs
analysis

Alignment with
organizational
opportunities and vision

Evaluation of current
employee skills
Considering
organizational culture in
decision-making
Employee
empowerment and soft
skill development
Monitoring and
evaluating employee
performance
Measuring employee
progress in soft skills

Providing feedback and
guidance to HR decision-
makers

Motivation and job
satisfaction

Aligning soft skill
practices with
organizational needs
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Table 3 presents the main dimensions of the study derived from the secondary codes, which were obtained from the

primary (open) codes extracted from the conducted interviews.

Table 3

Main Dimensions of the Study Derived from Secondary Codes Obtained from Primary (Open) Codes

No. Main Dimensions of the Study Secondary Codes

1 Identifying Required Skills Focus on Organizational Purpose and Strategy

2 Organizational Job Analysis

3 Attention to Employees’ Current Capabilities and Experiences
4 Feedback from Customers and Stakeholders

5 Benchmarking Competitors and Industries

6 Assessing Employees’ Current Skills Employee Flexibility and Adaptability

7 Developing Team Interaction and Collaboration

8 Managing and Leading Self and Others

9 Possession of Analytical and Critical Thinking Skills

10 Developing Communication and Interpersonal Skills

11 Identifying Job Requirements Possession of Problem-Solving and Critical Thinking Ability
12 Understanding and Addressing Organizational Needs

13 Effective Presentation of Ideas and Opinions

14 Ability to Think Outside the Box

15 Managing Organizational Changes

16 Selecting and Training Suitable Employees Organizational Needs Analysis

17 Alignment with Organizational Opportunities and Vision
18 Evaluation of Current Employee Skills

19 Considering Organizational Culture in Decision-Making
20 Employee Empowerment and Soft Skill Development

21 Monitoring and Evaluating Soft Skills Monitoring and Evaluating Employee Performance

22 Measuring Employee Progress in Soft Skills

23 Providing Feedback and Guidance to HR Decision-Makers
24 Motivation and Job Satisfaction

25 Aligning Soft Skill Practices with Organizational Needs




Figure 2 presents the final model derived from the study’s indicators and secondary codes. The model includes the

identified dimensions and components, which are illustrated separately in Figure 2.

Figure 2

Conceptual Model of the Study

Possession of problem-solving and critical
thinking ability
Understanding and addressing
organizational needs
Effective presentation of ideas and
opinions

§ & Ability to think outside the box
5 g“' iy Managing organizational changes
fgf &
& Jf § ¢ Org,
- F-3 -
5 & b_e? = é‘h Aligr, e:ﬁcﬂdf
& ; o i e
a0 & P [} W, ds
Sa8F 8 Idenh-fymgjub CEV”UaﬁcppD’*unf;hO'E.wa"ﬂfvm
gL S 5 Requirements ONjgge, 7 OF S ang | “Sticy,
g 5 & Cring o Menp o Visioy
o "Ea,
3 & oo & , A > Mizge.  WPlo,
EEFSE gy By atig, Yea o, .
Fo® F Ve on, Naj Skiy,
F&Se L gy, o Cy fs
FEEF g onitoring and . Poy,, i ty in
SR F 3 Selecting d""e;o Men,
YIS ,§ valuating Soft Human Resource d Traini P 450
f_g??" § F g skills Allocation Model &ln _rammg nt "r-“k,-',:,:
SIFES with a Soft Skills Suitable
"
£ .gff &< & Approach mployees
§¥
§ &
&£ 4:“3
rs Identifying
%, Required Skills e
”0@% Employees’ ployee flexibility and adaptability
4%, O@’g’)_ "éeo. Current skills Developing team interaction and
”b‘% Ron, "f@r Oy collaboration
kﬂ@v i, 'bs o”ay ‘_‘éb ‘}o,b Managing and leading self and others
" o) n, Possession of analytical and critica
& e oy, 7%, Osg ion of analytical and critical
N ”b,,:b’ore?‘bes,"’w&, Dy thinking skills
%‘ﬁ%"’o Q‘r%‘%,? %’bs Developing communication and
& i e, e, i Ay interpersonal skills
')O'% q’l,’ w Sy S
o . "
o, Op, -
*
g

Discussion and Conclusion

The findings of the present study led to the development of a conceptual model for human resource allocation with a soft
skills approach, which encompasses five main dimensions: identifying required skills, assessing employees’ current skills,
identifying job requirements, selecting and training suitable employees, and monitoring and evaluating soft skills. These
results demonstrate that human resource allocation is no longer a purely quantitative process of distributing labor according
to operational needs; rather, it has evolved into a strategic, competence-based, and adaptive process that integrates

interpersonal and behavioral capabilities. The qualitative analysis revealed that organizations emphasizing soft skill-based



allocation tend to exhibit greater organizational flexibility, improved collaboration, and enhanced innovation potential. This
aligns with prior research emphasizing that soft skills, such as communication, teamwork, adaptability, and emotional
intelligence, are critical in shaping workforce performance and overall organizational effectiveness [1-3].

The first dimension, identifying required skills, underscores the necessity of aligning individual competencies with
organizational strategies and goals. Participants emphasized that understanding the strategic orientation of the organization
allows managers to map the soft skill needs required to achieve long-term objectives. This finding corresponds with prior
research highlighting that the integration of soft skills in workforce planning enhances organizational adaptability and
resilience [8, 17]. Moreover, the identification of soft skill needs promotes a human-centered allocation system where
employees’ emotional and cognitive capacities are viewed as valuable assets [5, 6]. The results of the present study also
reaffirm that organizations with strategic clarity in skill identification achieve superior performance outcomes because they
align job requirements with both technical and interpersonal abilities [7, 21].

The second dimension, assessing employees’ current skills, indicates that continuous evaluation of employees’ existing
soft skills provides the foundation for effective resource allocation. This finding aligns with the competency-based approach
proposed by [20], who emphasized the importance of skill mapping and continuous assessment to ensure alignment between
individual strengths and organizational goals. Participants in this study highlighted that flexibility, team collaboration, and
leadership are among the most valuable soft skills for dynamic environments. This aligns with [12] who noted that employee
adaptability and self-management are central to achieving organizational excellence. Similarly, [25] observed that institutions
undergoing digital transformation rely heavily on employees’ communicative and cognitive competencies to manage
technological and procedural changes.

The third dimension, identifying job requirements, emphasizes the integration of soft skill frameworks into job design and
role definition. The study found that organizations that incorporate problem-solving, creativity, and innovation into job
requirements cultivate more proactive and future-oriented employees. These findings align with [7], who argued that in the
context of Industry 4.0, soft skills are indispensable in complementing digital literacy and technical expertise. Similarly, [13]
demonstrated that international companies that embed knowledge management and soft skill criteria in role descriptions
achieve higher organizational learning and adaptability. [9] also confirmed that embedding soft skills in HRM practices leads
to higher engagement and performance, particularly in service and knowledge-intensive organizations.

The fourth dimension, selecting and training suitable employees, illustrates that effective HR allocation depends on a
systematic process of recruiting individuals with the right combination of soft and hard skills, followed by targeted training
to enhance those competencies. The study found that organizations prioritizing soft skill development during the selection
phase tend to create cohesive teams capable of collaborative problem-solving. This result is consistent with the findings of
[2], who demonstrated that developing soft skills among university graduates significantly improves their employability and
work readiness. Moreover, [4] emphasized that the level of soft skill proficiency among professionals correlates with their
performance and job satisfaction, underscoring the need for structured training programs. Similarly, [22] found that
employees who received systematic soft skill development training demonstrated superior communication and leadership
abilities, leading to improved job performance.

The fifth dimension, monitoring and evaluating soft skills, reflects the growing importance of performance feedback

systems that incorporate qualitative indicators of employee behavior and interpersonal effectiveness. According to



participants, organizations that regularly assess and reinforce soft skill development not only enhance productivity but also
foster a culture of learning and continuous improvement. This finding aligns with [20], who emphasized that periodic
assessment of soft skill competencies through multivariate models enhances the predictive validity of HR allocation systems.
Similarly, [21] and [14] underscored that systematic evaluation mechanisms ensure the sustainability of competency-based
HR frameworks by linking performance data with training and promotion decisions. The use of feedback loops, coaching, and
360-degree evaluations, as noted by [27], enhances employees’ self-awareness and motivation to improve interpersonal
behaviors.

The results of this study also highlight the transformative potential of soft skill-oriented HR allocation in fostering
organizational innovation and digital adaptation. Organizations that integrate soft skills into allocation frameworks can better
navigate technological disruptions and market uncertainties. This conclusion is supported by [19], who found that
communication efficiency and digital competency, supported by Al-based management tools, are critical for sustainable
performance in modern enterprises. Similarly, [25] and [15] reported that knowledge-based organizations increasingly rely
on employees’ soft skill portfolios to overcome barriers to digital transformation. Moreover, [18] and [17] confirmed that
fostering creativity, leadership, and adaptability enables public and private organizations to achieve institutional renewal and
citizen-centered innovation.

In line with previous literature, the findings of this study also demonstrate that soft skill development contributes to
organizational resilience and ethical management. [1] found that the integration of soft and hard skills enhances the quality
of human capital and organizational reputation. Similarly, [3] emphasized that soft skills such as emotional intelligence and
teamwork significantly affect innovation capacity across industries. The evidence from this study indicates that organizations
that consciously incorporate such competencies into their HR models tend to display higher job satisfaction, lower turnover
rates, and stronger collective efficacy. This is supported by [12] and [4], who both concluded that employees with developed
interpersonal competencies contribute to a more cohesive and collaborative organizational culture.

Another critical insight from the results concerns the role of leadership and culture in enabling soft skill-based HR
allocation. Participants emphasized that leadership commitment and cultural alignment are essential for institutionalizing
soft skill frameworks. [6] demonstrated that managerial literacy in scientific and technological contexts directly enhances soft
skill development initiatives within organizations. Similarly, [20] observed that leadership’s emphasis on competency-based
models positively correlates with employee empowerment and innovation. [7] also argued that in Industry 4.0 environments,
effective HR allocation depends on leaders who can integrate emotional intelligence with data-driven decision-making to
balance efficiency and human well-being.

In addition, the findings support the view that competency-based and data-driven approaches can enhance HR allocation
efficiency without compromising human values. [8] highlighted that human resource analytics can translate qualitative
competencies into measurable indicators that inform strategic workforce decisions. However, as [24] cautioned, overreliance
on quantitative analytics without accounting for social and emotional variables may reduce the human dimension of HR
practices. This study corroborates that hybrid models—integrating analytics with qualitative assessment—achieve more
balanced and ethically sustainable outcomes. This aligns with [14] and [10], who demonstrated that integrating information

systems with human insight optimizes both operational performance and organizational cohesion.



Furthermore, the study provides evidence that soft skill-based HR allocation enhances employee engagement and
motivation, as individuals perceive fairness and recognition of their diverse abilities. This outcome is consistent with [22],
who found that employee motivation and performance are significantly improved when HR systems acknowledge
interpersonal competencies. Likewise, [21] and [20] confirmed that when organizations design HR models that reward
collaboration, adaptability, and learning, they create sustainable work environments conducive to long-term growth. [11]
also emphasized that integrating psychological and behavioral metrics into HR allocation leads to more equitable and
effective workforce utilization, which supports the current findings.

Overall, this study expands on the theoretical and empirical evidence demonstrating that soft skills are the cornerstone of
human resource allocation in modern organizations. The results support the proposition that HR allocation models must
evolve from mechanistic systems toward dynamic frameworks emphasizing continuous learning, cultural fit, and social
competence [1, 8, 20]. The alignment of soft skill development with organizational strategy ensures that employees are not
merely resources but strategic partners in value creation. Such an integrated perspective fosters adaptability, innovation, and
ethical responsibility—core dimensions of sustainable organizational success in the digital era.

This study, while comprehensive, is not without its limitations. The qualitative design and limited sample size restrict the
generalizability of the findings to broader populations or industries. The focus on a specific regional and cultural context may
limit the applicability of the model in different socio-economic environments. Additionally, the study relied primarily on self-
reported data, which may introduce subjective biases or incomplete reflections of actual behaviors. The absence of
guantitative validation also means that causal relationships between soft skills and allocation efficiency remain theoretical
rather than empirically confirmed. Finally, the cross-sectional nature of the data prevents the assessment of temporal
dynamics in soft skill development and HR allocation effectiveness.

Future studies should employ mixed-method or longitudinal designs to quantitatively validate the proposed model and
examine causal relationships among soft skill dimensions, performance metrics, and organizational outcomes. Expanding the
scope across various sectors and cultural settings would provide comparative insights into how soft skill integration manifests
differently across industries. Researchers should also explore the role of artificial intelligence and HR analytics in automating
soft skill assessment and prediction while maintaining ethical oversight. Furthermore, future investigations could address the
influence of leadership styles, digital maturity, and psychological capital on the success of soft skill-oriented HR allocation
frameworks.

Practically, organizations should adopt competency-based HR allocation systems that incorporate continuous soft skill
assessment and targeted training. Managers should emphasize communication, adaptability, and emotional intelligence as
key performance indicators during recruitment, evaluation, and promotion. Investment in leadership development and digital
literacy should accompany soft skill programs to ensure alignment with strategic objectives. Moreover, organizations should
create supportive environments that encourage feedback, mentorship, and collaborative learning. By institutionalizing soft
skill development within HR allocation systems, companies can enhance workforce agility, innovation, and overall

organizational sustainability.
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