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INTRODUCTION
Employees are a critical component of
any business, particularly in SMEs,
where performance, commitment and
loyalty to work are particularly
important, precisely because of their
size. The impact of risk or challenges
on a few people is substantially
greater than in a larger team. This is,
among others, one reason why the
process of selecting people will have
to be both more careful and more
comprehensive. In other words, it is
not enough to consider only technical
skills (hard skills), since the
requirements for success (particularly
in these companies) are more
transversal, requiring personal and
social characteristics and abilities, the
so-called 'soft skills.'
Choosing the right traveling
companions is one of the key
decisions for a small business
entrepreneur because the chances of
success or failure will largely depend
on the people they choose. A good hire
is one whose skills, knowledge and
abilities are well adapted to the
demands of the job and the culture of
the small business. This is even more
true today, when several indicators
point to the "human factor" as a
differentiating element in the age of
digital technology and robotization

and to the subsequent need to foster
soft skills (communication, creativity,
flexibility, emotional intelligence,
commitment, decision making,
problem solving, among others).
These are crucial, both for employees
and for entrepreneurs themselves, who
want to be successful in an everchanging environment. Soft skills,
therefore, are highly significant for
human resources management and
this is surely one of the most
important factors for the
competitiveness and success of
entrepreneurs and SMEs.
This small compendium of Inspiring
Success Stories on Soft Skills seeks to
be a contribution to entrepreneurs for
the implementation and development
of human resources in the SME they
manage. These, along with the teams
and organisations involved in the
training and development of soft skills,
are the beneficiaries par excellence of
the FETRA project - Fellow Travellers.
Soft skills for Human Resources
Management in SMEs.
Thus, we present, by partner/country
of the project, a set of 18 exemplary
experiences of SMEs in embracing
soft skills and inspiring good practices
in this area.

DENMARK

BRAINLOG
Project Management and
Consultancy
BrainLog is a project management and
consultancy company.
The company was founded in 2016.
This is a non-profit organisation, an
SME with just five employees.
BrainLog's mission is to have a
positive impact on as many people as
possible in the areas of nonformal
education and social inclusion, and in
general to challenge the status quo.
Lifelong learning is of great
importance to BrainLog.
Their profile is mainly in project
management expertise, consultancy
and research. They have several
international partners and when it
comes to creating projects, solving
tasks and developing the organisation,
soft skills are crucial at BrainLog.
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BRAINLOG
"It's essential for our team to assist one another.."

As a project management
organisation, they always face
different challenges and situations
that they need to deal with. This
requires a good level of leadership,
teamwork, management and
communication skills. BrainLog
believes that every problem can be
addressed with more than one
approach and that work may be
completed with more than one
method, which represents the high
level of problem-solving in the
company. It is important to remember
that every member is different, and
that there is not one way of doing
things. Equally important is having
good active listening skills and
learning from team other members.

Taking responsibility is the key soft
skill at BrainLog, and it is the key to
have a successful and effective team.
Everyone has their own word and the
right to speak their mind, and it
encourages everyone to practice their
leadership, decision-making and
management skills. Besides that, a
high level of importance is placed on
trust as well. The tasks and job can be
stressful, so it is important to trust
everyone in the team to support each
other.

Evidence
Main outcomes on soft skills
from the case:
Teamwork
Decision-making
Critical thinking
Leadership
Time management
Problem-solving
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BRAINLOG
"The most important skills that come to play in our
work are diplomacy and management. Countability,
trust, self motivation and self-governance are
important as well. Being able to lead yourself is also
important because if you cannot do that, you don’t
have the ability to lead others. Dedication also
matters."

Impact
Their strategy is that they detect soft
skills through interviewing, but before
the interview they familiarise
themselves with the applicant's
current skills through their CV. During
the interview, they always try to detect
soft skills. After that, the strategy is to
offer 1-2 days as a trial to give the
candidate a chance to demonstrate
their skills in practice. It can be a good
strategy because they have had the
experience of some candidates saying
they can deliver something, but in
practice they couldn’t. It is also good
for the candidates to get to know the
work environment better and the
tasks.

BrainLog gives the team opportunities
to practice their soft skills by
motivating independence, trust and
teamwork. Many of the organisation's
tasks are accomplished in teams.
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BRAINLOG
Conclusion
On a daily basis, BrainLog needs to have
a team with strong skills in certain areas
like creativity, decision-making and
critical thinking abilities. To achieve
success within the organisation, these
soft skills need to be combined with
clear communication skills.

On their team, they have a good
combination of hard and soft skills in
every employee. BrainLog is a highly
skilled international team, and the best
part is that they support each other. If
someone has a hard time they work
together to solve issues and they
complement each other well. Most of
their projects are related to soft skills,
which gives the team a chance to
develop them themselves, so it
provides the opportunity to learn and
develop professionally. As such, soft
skills are integrated into their daily
work and they never miss an
opportunity to improve upon them.

Communication is an essential
component of their work's growth. There
are different expertise and talents in the
company, and they need to find a
common way of working together. In this
company, each member can select the
most suitable communication methods
that are best for the employees.
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CREATIVE CONTENT
AGENCY
Marketing Agency
Creative Content Agency is a marketing
agency located in Odense, Denmark.
The company was founded in 2018.
Since it has a total of two employees,
the company is an SME; however, the
agency is planning to expand in the
near future.
Creative Content Agency focuses on
visual content production and creating
marketing strategies for companies for
their content. They produce content for
various platforms and with different
tools.
Since their market is highly
competitive, Creative Content Agency
needs to deliver high-value products
and ensure the best quality to its
costumers, but sometimes they also
face difficulties and challenges which
they must overcome.
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CREATIVE CONTENT
AGENCY
"It's important to always be on the hunt searching for the
right ways.."

It's important for them to always be on
the hunt, searching for the right ways
to deal with difficulties and challenges.
Soft skills like conflict management
and problem-solving are crucial when
they face negative feedback from their
customers. They always try to learn
from them, and it ensures that they
have a good performance as a team.
Clear communication and leadership
are important for successful costumer
management also.

Without these soft skills, Creative
Content Agency believes it would be
impossible to have a successful
business in this industry. They believe
that the skill of being able to both be
receiving and giving feedback is
important in order to develop, and
constant internal communication
around this topic strengthens
everyone's skills in this field.

Evidence
Main outcomes on soft skills
from the case:
Problem-solving
Conflict management
Communication
Responsibility
Teamwork
Leadership
Management
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CREATIVE CONTENT
AGENCY
"We not only support, but also understand each other
better in our team, and we have a great focus on
structure.
In our company, soft skills make our communication
easier not only with each other but also with costumers.
It makes everyone comfortable and it helps to get results
that are good for everyone."

Impact
In Creative Content Agency, soft skills
are detected during teamwork tasks
and interviews with the applicants.
When they hire a candidate, they focus
on their previous experiences and
skills, and therefore look at both hard
and soft skills. The teamwork tasks
will give them a greater insight to how
the applicant is working, and if the
person is able to use their soft skills
while communicating and
accomplishing the task. Usually, they
start reviewing the CV first and then
continue to interviewing.

Sometimes they recruit from their nonprofit organisation to make sure that
they can find the right candidate with
the required skills. Hiring by soft skill
competences depends on the role and
what skills are required, especially
because they have a lot of
engagement with clients.
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CREATIVE CONTENT
AGENCY
Conclusion
It is important that team members
have both soft and hard skills.
However, Creative Content Agency can
confirm that soft skills are more
present in the company as it makes
their work smoother, which is of
utmost importance to them. Although
team members need to have the hard
skills needed for video production, soft
skills are crucial in selling their
products and services. They use
educational workshops to improve the
team's knowledge on the importance
of soft skills.

Soft skills are important in everyday life
for Creative Content Agency. It helps
them to understand and process the
feedback they receive.
They believe that feedback is important
but that you need to have the right
abilities and the right soft skills to deal
with feedback no matter if it is positive
or negative.
Learning from mistakes is of the utmost
importance in every situation. There are
no mistakes, there are only opportunities
for learning, and they communicate this
view to both their costumers and
employees to build trust.

12

DANSK TELEMEDICIN
Software Company, B2B client base
Soft skills are very important since
the employees mainly communicate
through emails and videocalls. Clear
communication between
departments and colleagues is
essential. The employees are either
located in Copenhagen, Odense or in
the USA. Dansk Telemedicn has
different departments within the
company – HR, Sales, and other
Supporter departments.
Communication and soft skills are
crucial to achieving their goals.

FOUNDATION
1999

ACTIVITY

DIMENSION
15 workers

TYPE
SME

Software, B2B
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DANSK TELEMEDICIN

Dansk Telemedicin was formed in
1999 by four doctors and an engineer.
The concept arose from real patient
work in Greenland in the 1990s, where
the lack of access to health services
to a great number of isolated people
showed them the potential that
telemedicine offers, at least in the
many little towns and communities
that are marked by long distances to
the nearest central hospital.

This need was immediately
transformed into established
systems that ensure communication
and knowledge sharing amongst
relevant parties, regardless of where
they are situated, with the least
amount of special equipment. One
goal that has come true is that webbased special programs for the
health sector are now one of Dansk
Telemedicins key areas of focus.
Now Dansk Telemedicin have
customers from a variety of other
industries, and their primary focus is
on data collection, structure, and
sharing.
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DANSK TELEMEDICIN
Their clients...
Airports
Healthcare
HR Departments

We take pride in the fact that users do not have
to adapt to our system; we adapt the system to
the users' needs.

Which soft skills are they aiming for?
Efficient Communication
Resilience
Thriving when working in teams
Flexibility
Motivation
Responsibility
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DANSK TELEMEDICIN
Conclusion
Dansk Telemedicin make no
compromises in their professionalism
or in the way they handle data,
especially personally sensitive and
confidential data.
They are committed to providing
professional, easily accessible, and
solution-oriented customer support
and value.
Both hard and soft skills in their
employees are crucial to making their
mission possible.

Key features of Dansk Telemedicin's
working culture:

Efficient communication;
Trust in employee's responsibility;
Management and flexible
deadlines;
People are more important than a
location.
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SOMERA
Content Marketing for B2B companies
Soft skills in selected employees
make it easier to understand each
other and discuss tasks, problems,
and supporting their day to day work.
Soft skills also help them to be on
the same level knowledge-wise and
thus be able to support each other.

FOUNDATION
2013

ACTIVITY

DIMENSION
9 workers

TYPE
SME

Marketing and
Comunication
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SOMERA
https://www.youtube.com/watch?v=QALx0qmClHo

Satisfaction is important, not only
from the customer side but internally
too. Employees have to be satisfied
and happy to make the best job and
delivery valuable work. It’s important
to have spare time for celebration.
After achieving some milestones,
there are get togethers and parties,
such as a summer party, Christmas
party, or any other kind of social
event.

They believe that freedom makes
them successful. In this way,
employees can choose when and
where they want to work. It
makes their job easier. They are a
remote company with literally no
working schedule, and soft skills
are essential to making the
structure function. Soft skills also
enable them to listen to
themselves and support each
other. Somera have been through
hard times; even their name has
changed, but their strategies and
motivation helped them to
persevere.

All in all, motivation, soft skills, and
communication has helped them
remain on the market since 2013.
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SOMERA
What are we looking for?

Somera is looking for curious and thriving individuals. They
aren't looking for perfection, but rather bold and capable
individuals whom are skilled enough to make their own
decisions when it comes to marketing development.
Being social and able to work in teams is a must!
Mistakes are part of the creative process.
Acceptance and respect towards colleagues is crucial to
make the workspace productive.

It is better to ask for forgiveness
then to ask for permission
Be curious, try to develop and
give back to your colleagues
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SOMERA
Conclusion
A successful Somera employee
is resilient, ambitious,
independent and thrives working
in teams. Obviously, there are
hard skills to be considered
when hiring according to the
company's needs, but the
Somera profile is based only on
soft skills. That is why these
skills are so important for
Somera.

Why is Somera special?
Acceptance of each other's
mistakes;
Trust in every employee's skills and
inputs
Colleague culture;
Flexibility for employees to enjoy
their personal lives.
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TRENDLOG
Data and Software
Development Company
Trendlog is a data and software
development company located in
Odense, Denmark.
The company was founded in 2017.
Since it has a total of five employees,
the company is considered an SME.
Trendlog offers a product that has a
flexible solution for production
monitoring, analysis, and maintenance
planning.
Their aim is to increase production
efficiency and create more sustainable
practices for their customers.
Although it is a small company, the
diverse need for skills and
competences in their products makes
it necessary for Trendlog to have
many different roles in their team.
They have developers, IT specialists,
sales experts, and marketing experts.
These roles adds a different
perspective to the company culture
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TRENDLOG
"We hire people based on their soft skills."

The team needs to be productive. For
Trendlog, it's crucial to let people work
alone and be independent. This gives
them the opportunity to be creative
and open-minded; it builds up a high
level of trust for the company.
Furthermore, it is important to have
team members who are self-starters,
and who does not need guidance all
the time.
This is an example of when soft skills
like responsibility, time-management
and leadership comes into play since
without these soft skills having a
successful working environment will
not be maintainable in the long run
considering the company culture.

Trendlog has a vision which supports
and makes it possible for their
employees to work on their own
effectively. This "vision" represents
responsibility and flexibility.
Trendlog also believes in the power of
motivation and enthusiasm, and puts
in a great effort in including employees
in future plans to boost their
engagement.

Evidence
Main outcomes on soft skills
from the case:
Responsibility
Teamwork
Leadership
Teamwork
Inclusion
Management
Motivation
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TRENDLOG
" We work together but it's difficult sometimes
because we have different types of personalities.
In sales and marketing people are easy-going and
communicative, while IT staff are more introverted.
We started to have social events every Fridays to sit
together, talk, socialise and communicate freely.
Communication is very important on our team."

Impact
Trendlog believes that hard skills and
soft skills are equally important. They
hire people mostly based on their soft
skills. Furthermore, when asked how
they detect the soft skills, they
identified that it is the easiest and
gives the best impression to do it
through personal interviews. Their
interviews usually last 30-40 minutes
and allow them to get to know more
about the applicant. Their strategy is
to first take a look at the applicant’s
CV to detect and find the relevant hard
skills needed for the position, and then
they invite the applicant for an
interview where they can use

questions and conversation detect if
the applicant also has the soft skills
needed. In Trendlog's experience,
newcomers usually have more soft
skills than hard skills, but it changes
with time and roles.
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TRENDLOG
Conclusion
Trendlog is not only conscious of the
importance of the soft skill of
communication, but also of their aim to
motivate and encourage its employees.
This makes it possible to use the
newest innovations and remain openminded about new opportunities.

Soft skills have come to play an
important role when it comes to the
communicative parts of tasks or roles.
Trendlog believes that people should
be charismatic and communicative to,
for example, be able to close a
successful deal with customers.

The company's strategy is to encourage
people within the company to
investigate new tools and seek out new
opportunities or solutions.
That makes the employees motivated,
gives them the opportunity to learn and
makes the company itself known in the
market by the new innovative solutions.

They are eager to have more
workshops and social events to
develop soft skills on the team, as they
also believe that these events will
improve understanding between
colleagues.
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PORTUGAL

BIODESIGN
Promoting change implies more and better soft skills
The Portuguese company BIODESIGN knows it

AT ISSUE
Managing environmental conflicts
and opportunities requires a good
level of understanding about the
different parties and stakeholders
involved, and as such, soft skills
inside and outside of BIODESIGN are
paramount to their ethical approach
and technical methodologies.
Environmental knowledge and
political leadership are fundamental
characteristics for creating the
sustainable, biodiverse, and resilient
future that present and future
generations will need more than
ever. Soft skills are essential in
organisations that help to promote
this change.

CONTEXT

Climate change
Ecological restoration
Spatial planning and landscape
Management
Urban ecology
Civic ecology
Tropical ecology
Valorisation and preservation of
rural Areas
BIODESIGN is currently in Portugal,
Angola, Mozambique, Cape Verde,
São Tomé and Príncipe, GuineaBissau, Costa Rica and Macau. It
has about 250 projects of outdoor
spaces prepared, with more than
100 works of landscape architecture
executed and more than 120 plans
and programs of land use and
landscape management prepared.

Biodesign is a company founded in
1991 with fully Portuguese capital.
Its mission is the preservation and
enhancement of cultural landscapes
through technical consultancy and
the preparation of plans, studies and
projects for public, private and NGOs
in the following areas of action:
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BIODESIGN
Soft Skills within Company
Biodesign, in its essence, deals with
the interaction between humans and
nature. The company is involved in
social processes that require the
anticipation of problems, particularly
those which will affect “the other”
people, ultimately, us all.
The company founder is always
recalling, namely through his public
interventions and speeches, the
importance of the concepts that are
fundamental for environmental
equilibrium and for the social wellbeing of the general public. They
tackle issues such as fighting
climate-changes, promoting a
sustainable use of water, and the
design of more inclusive cities,
urban spaces and overall
landscapes.

https://www.biodesign.pt

ORGANIZATION BRIEF ELEMENTS

FOUNDATION
1991

ACTIVITY

DIMENSION
10 workers

TYPE
SME

Service provider
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BIODESIGN
Soft Skills within Company
“At one point, we had an unexpected
contribution from an unexpected
person. An architect who came from
Costa Rica was doing her PhD in
Portugal and started to cooperate
with us for a bit. In order to organise
herself and her regular meetings
with us, she created an Excel chart
where she was noted down our
availability to meet and the partial
and final delivery dates of each task
she was accomplishing. By the
nature of the 3D modelling work, she
had to interact with several
colleagues in the company, and she
developed a very detailed time table
about tasks and their delivery
deadlines. During meetings with her,
we always checked the chart to
schedule the next steps, so it
became an important piece of
planning for the taks in which this
architect was involved.

We soon perceived the usefulness of
this practice, so we decided to try
making it a part of our internal
system for all staff, regardless of
their level of interaction (or lack
thereof) with the architect. It thus
became an essential element of the
company's overall planning, and as
the company is certified by the
ISO:9001 system, it became an
integrated procedure within. The
architect continues to collaborate
with the company in her specific
sphere of competence, but the gains
in productivity, time management
and organisation profile of the whole
company were important. In her
honour we decided to keep calling
this tool the “planilla", using the
Spanish word for this relevant
adopted methodology.”

This example demonstrates how organisational skills and time management
play a decisive role in a team's routine, and the understanding of its influence
can be soon perceived when people go through a positive experience.
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GALBILEC
A Portuguese SME where soft skills are
company culture
AT ISSUE
Galbilec – Global Project Services is
a company that aims to be avantgarde, aligned with the latest
management trends, and does it
differently when it comes to people
management. For Galbilec this
should always be the area in which
business innovation should begin.
One of the fundamental foundations
for this culture is precisely the
development of soft skills.
Therefore, the company is an
example to be taken into account
both in the approach to the
importance of soft skills and in the
scope of good practices in this
respect.

CONTEXT
Founded in 2010, by two young
entrepreneurs, Galbilec is a company
providing a 360-degree service in the
construction sector, focusing
particularly in the social and health
areas.

Since its beginning, the importance
of soft skills development has been
considered one of the anchors of
Galbilec´s strategic management
and has been fundamental for its
competitiveness.
As they consider social abilities as
important as techniques, the
company has invested in activities
which foster development in
communication skills and teamwork.
In 2021, its people-oriented strategy
gained even more strength with the
start of the process in structuring a
talent and career management
program.

ORGANIZATION BRIEF
ELEMENTS
FOUNDATION
2010

ACTIVITY

DIMENSION
32 workers

TYPE
SME

Service provider
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GALBILEC
Soft Skills within Company
Galbilec aims to be disruptive in the
way it manages its people, focusing
on what is most important: their
happiness.

"One of the foundations for the
culture of organisational happiness is
precisely the development of soft
skills".

Being aware of this need for a
strategy focused on people, in 2021
Galbilec created the Direction
Management and Development of
people.
One of the objectives of this
direction is to provide each
employee with tools to reach their
maximum potential through the
development of their technical and
soft skills. This contribution makes
it so that each person can become
the best version of themselves.

Through individual development
plans it is possible to identify career
expectations for each employee,
where they are and where they want
to go. They provide the means to
achieve their defined goals in an
organised and strategic way. This
talent management is always
aligned with the company’s strategic
objectives.
As evidence of the importance of
soft skills, they have integrated tools
for performance evaluation which
focus on employee behaviour. In this
way, all employees evaluate and are
evaluated in these domains; this
allows the company to identify gaps
in terms of skills and prepare a
strategy to address them.
Also in 2021, Galbilec initiated the
process of the digital transformation
of its HR processes. This involves
mapping the employees’ journey and
the gamification of recruitment
processes such as the kick off of its
talent and career management
strategy.
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GALBILEC
Thus, this people-centred strategy
allows ´talent management`,
`engagement´, ´employee experience
´, ´gamification´, ´career
management´, ´happiness at work´,
to just be abstract concepts, but
rather a reality that is part of
Galbilec's daily life.
This is a long path, but one that the
company has already begun to tread
and evidence of this is the recent
certification by GREAT PLACE TO
WORK®.
This recognition is not the end of the
process, but rather the beginning of
a strategy and a journey focusing on
talent development and the creation
and maintenance of a happy,
collaborative workplace that
promotes innovation.

https://www.galbilec.pt

"The reality is that, for us, the power
skills (internally we refer to soft
skills as "power skills", since there is
nothing "soft" about them, on the
contrary, they are empowering skills)
are of fundamental importance, no
less important than the hard skills.
This is evident and inherent in all
management processes. From the
decision processes of recruitment,
training and performance evaluation,
to the decision processes of
dismissal of an employee.
In the recruitment processes, from
the way the advertisement is
constructed to the interview stage, it
is made clear to all candidates what
our organisational culture is, which
depends entirely on the soft skills of
the people who are part of the
team".
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GALBILEC
"Galbilec's working environment is
based on flexibility, an accountability
based freedom, transparent and
strong internal communication,
united thinking as a group, respect,
cooperation, cohesion and unity. As
such, in the recruitment processes
we seek from a behavioural point of
view to integrate people who are
multipliers of this culture. For this, in
addition to the questions asked
during the interview phase to assess
this "cultural fit", we also apply
behavioural assessment tests that
help us to draw up a behavioural
profile.

Both in OTOs (One-To-One meeting
moments with our people) and in
general company meetings, we
always have a lot of focus and
dedicated time to talking about the
organisational culture and the type
of interpersonal characteristics/
skills that are part of our team's DNA
and the importance of developing
them. For example, at the
Intermediate General Meeting we
had a big focus on this topic,
reinforcing again the soft skills
underlying the cultural environment
that should be experienced at
Galbilec.

In many of the recruitment
processes we find dilemmas
between profiles that are extremely
competent from a technical point of
view, but from an interpersonal
competence point of view, we
consider that they would not be ideal
for building this organisational
culture. And in these situations, our
decision is to opt for profiles that
combine a balance between
technical and behavioural skills.

At the end of this year (2022) we will
have a teambuilding activity whose
main and only goal is to work on soft
skills, namely: communication,
problem solving, exercising selfknowledge, productive adaptation to
change.

For another organisation, the
decision could be based only on
technical skills to the detriment of
soft skills, but that is definitely not
our case.

Galbilec has always had a very
centred vision focused on people,
but in 2021 this vision was
supported by a more concerted
strategy in this area with the
creation of the “People Management
and Development Department”.
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GALBILEC
Thus, since 2021, the organisation
has been going through a process of
change and structuring, aligned with
the main management trends, which
includes “People Management and
People Development”. This cultural
change encountered some
resistance, especially from
employees who might be more
conservative in their view of
“Management”. To help this
alignment, several time slots have
been created to raise awareness of
this new mindset, with support being
given through OTOs, teambuilding
actions, training, and so on.
However, we had the case of an
employee who, despite all the
explanations and support, we
concluded was unable "fit in" with
the organisational culture, resisting
in the development of certain soft
skills. Thus, the decision, in
agreement with the employee, was
his dismissal from the company.
So, we have the performance
evaluation model, which is a model
that allies the evaluation of

technical performance with the 360°
behavioural evaluation. In this
model, all employees evaluate and
are subject to evaluation in the
dimension of their soft skills. The
fact that this dimension is part of
the performance assessment
system sends an important message
to employees that just as they must
continually develop from a technical
point of view, the same must happen
in the dimension of their power
skills.
This evaluation will be supported,
starting next year, by an IT platform,
for a more interactive and gamified
experience.

In addition, most people in
leadership positions at Galbilec have
never been made aware of the need
to develop the specific soft skills
that these leadership positions
demand. As such, it will be part of
the Plan for the year 2023 the
development of a leadership
programme, which will aim not only
to develop already established
leaders, but also to identify potential
leaders”.
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PRIMECENTURY
CONTABILIDADE E CONSULTORIA DE GESTÃO LDA
Soft Skills:
a gain in the recruiting process
AT ISSUE
This company is completely aware of
the importance and impact of soft
skills among its teams and workers.
It tries to use specific actions
immediately during recruitment in
order to gain a perception of the
person's soft skills. They try to
identify how this can be further
developed in the company once the
recruitment process confirms the
person as a new member and as part
of the team.

Established in 2003 by a group of
professionals with relevant training
and experience in the areas of
accounting and business consulting,
Prime Century aims to provide its
customers with the necessary
conditions to be able to develop true
partnerships. This is done in order to
assist and advise them from an
administrative, financial, and
management point of view.
The company is based in Maia and
extends its area of activity
throughout the northern region,
especially in the Greater Porto area.

CONTEXT
Prime Century is a company
specialised in management support
in the areas of accounting,
tax, management consulting and
human resources.

http://www.primecentury.pt

ORGANIZATION BRIEF ELEMENTS
FOUNDATION
2003

ACTIVITY

DIMENSION
11 workers

TYPE
SME

Service provider
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PRIMECENTURY
CONTABILIDADE E CONSULTORIA DE GESTÃO LDA
Company’s owner/HR responsible declaration:

Soft skills are very important in our company, but they need to be truly
regarded and assessed. Nowadays it is quite common to find superficial
assessment on people's capacities, and that may cause severe harm to a
small company like us. For this reason, we engaged in a process of soft
skills assessment, looking for those which we value the most such as
autonomy, professional maturity and empathy. It turns out, then, quite easy
for us to understand if a worker or candidate possess them or not.
One of the biggest challenges in our field is the pressure of dealing with
our clients – we've already lost some workers who couldn’t deal with it. On
the other hand, I can provide a very positive example: we employed
someone that we knew at the outset didn't know much about it (I mean,
she didn't have many technical skills for the job), but as she had mastered
English and we really needed that at the time, we took the risk... fearfully,
but we took the risk. This person turned out to be exceptional on all
accounts... how? why? We were asking ourselves… Because when she was
in need of support she asked us. She would ask us once and learn straight
away; or otherwise she would look it up on her own, but she always ended
up performing the task very well. That is to say, with the advantage of
knowing English (which is also a technical skill that we were in need of)
she became a fundamental element due to her problem-solving skills and
the enormous autonomy she had and which she was always “finetuning."

Conclusion: this example shows how two soft skills, 'problem solving' and
'autonomy', can contribute to eventually achieving technical skills that may be
lacking and in need of development.

36

RAITEC 3D
The Portuguese RAITEC 3D:
'Our slogan is: Competence, Speed, Efficiency, Dialogue and
Satisfaction'

AT ISSUE
RAITEC 3D has been founded on the
premise of highest commitment to
clients’ needs. The profile of HR staff
must fill this requirement, which also
implies good communication skills
among other soft skills.
The company operates in 3D printing
which is an area whose customers
are not always aware of the
possibilities, materials, processes,
difficulties and expected results.
Therefore, HR must not only operate
3D Printing in good conditions (being
completely aware of the technical
requirements of computers’
software, printers and printing
filaments) but also be able to
properly transmit it to unaware
customers. Such a process implies a
strong mobilisation of soft skills,
particularly: communication,
empathy, active listening, flexibility
and creativity and commitment.

CONTEXT
RAITEC 3D is a technological
company that was founded by
Joaquim Alberto Soares Rainha, a
mechanical designer with 18 years
of experience in the development,
construction and testing of moulds
for plastic injection and die casting,
its added value.
The company is composed of a
multidisciplinary, young and
dynamic team, able to respond to
market demands and give a
comprehensive response to the
challenges of its customers, from
design to production, through the
construction of prototypes.
RAIDETC 3D's mission is to add
value to society, making rapid
prototyping technology a capable
and valid solution for various
sectors of activity. They aim to make
its use accessible, and to show its
solidary nature in the support of
different social causes.

https://www.raitec3d.com
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RAITEC 3D
ORGANIZATION BRIEF ELEMENTS

FOUNDATION
2015

ACTIVITY

DIMENSION
2 workers

TYPE
SME

Service provider

Soft Skills within Company
“Soon after the creation of the
company, we hired a worker whose
function was dealing with the
technical part of our services,
modeling and 3D printing. We were
really looking for a strong profile with
technical skills. We must agree that
we found it. This worker was very
good in technical terms which
allowed us, the management team,
to dedicate ourselves to market
prospection, meeting with clients,
publicising the company and,
ultimately, growing our business.
While we were out in the field doing
these client prospection tasks, the
current work was being properly
handled at the company’s premises.
Great! This worker was showing a
high level of autonomy and,
fundamental in our services’ domain,
also creativity. However, the
situation didn’t last for long...

We were aware of some personal
issues the worker was dealing with
that caused him to be more absent.
When such personal problems were
unfortunately combined with health
issues, we also increased our
support as he was really in need of
understanding and support – and we
wouldn’t let him down. Still, with
persistence of the same problems,
we believe that he ended up suffering
an emotional breakdown and finally
he simply pushed us back!
At that moment there was not much
that we could do but keep our
availability to support and wait for
his recovery. We were aware of the
importance that good emotional
support combined with a stable job
might represent -and we also
recognised him as an important
asset for the company, of course".
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RAITEC 3D
"Nevertheless, once he returned from
a sick leave, he wasn’t the same
person at all; he was not feeling
motivated and he was not committed
to his job anymore. He ended up
dismissing himself from the
company. Now, looking back, we feel
that he was missing the emotional
intelligence to be able to recover
from his personal issues (from
which, as he saw it himself, he was
the one to blame) but also from the
health incident that affected him
(from which he could not be blamed
for, of course). This combination was
fatal to his working profile and
professional life. In the end we
realise that, just like technical skills,
soft skills also need permanent
attention, surveillance and regular
investment.
On the other hand, we have a another
story, this time involving myself (the
manager). I had to invest in and
make use of my own soft skills
towards a very demanding situation.
We had a client with a request for an
innovative 3D printed product – so
innovative that we discussed the
possible solution for more than one
year! I had to clearly understand the
client’s very specific needs and soon
discovered that no existing solution
was in place.

But still, the challenge included a
debate about costs - how much
could such a solution end up costing
the client? We were presenting our
progress to the client on a regular
basis in bilateral meetings, and
debating with him for all these 12
months or more… I had to be very
resilient, using all my communication
and active listening skills. I had to
use all my creativity for such a
challenging request! In the end we
ended up proposing a solution that
was better than the initial
expectations of the client. It was
cheaper, stronger in resistance
terms, and scalable (it could be
produced in large quantities, as he
needed)! Sure, it was a victory; sure, I
had to use all my technical skills in
inverse engineering and in 3D
printing; sure, I had to update my
technical skills at a very fast pace,
but, finally, I’m able to guarantee that
I succeed in this situation all thanks
to my soft skills! And a last, but very
important note to this story: the
client himself was someone with a
strong soft skills profile – otherwise
I’m sure that he would have given up
somewhere in the middle of the
negotiation process."
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SPAIN

BALAKOOK
History
BALAKOOK is a small company that
works in the sports sector in Andalusia
and is based in Granada. Balakook
was born 9 years ago with the
intention of dedicating themselves to
what they are most passionate about,
which is the world of cycling. From a
hobby came a way of making a living,
and there is nothing more rewarding
than working in what you like. They
started in a village near Granada and
two years ago they moved to their
current location, close to nature, to be
able to offer support and assistance to
all those who are about to do a road or
mountain route.

Services
Balakook has more than 350 square
metres of space where you can find
bicycles and accessories, as well as
extensive facilities dedicated to the
assembly and repair of bicycles.
The main activities of BALAKOOK are;
Sports equipment purchase and
sale
Specialised advice in competition
Specifically our sector is the bicycle
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BALAKOOK
Problem
We have to take into account that
Baladook’s situation at the beginning
of the pandemic was quite
complicated. When the COVID-19
pandemic hit, it was a new business
with a new premises. They were
forced to close to the public, so they
focused mainly on the workshop and
telephone sales.
During this time of uncertainty, they
focused on making the business more
visible so that people would be aware
of how important outdoor sports are
in the fight against the virus.

Reasoning
The situation resulting from COVID-19
left them with a reality of uncertainty.
Its manager and owner, Santi G.,
shows us that managing this situation
as an entrepreneur has not been easy,
and that it's essential to be aware of
the risks that they will have to deal
with as a regular part of the job. In this
sense, as we have seen, there will
always be unexpected events or
situations beyond our control that will
have to be overcome in order for a
business to succeed.
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BALAKOOK
Challenges
As indicated above, the key act that
has enabled the company to overcome
problems has been motivation,
decision-making and good leadership.
From the moment all non-essential
commerce was closed, they kept faith
in the belief that through cycling, they
could create a safe environment for
commuting.

It was on that belief that they based
their communication on social media.
They had to make their customers
aware that the company was there for
them and they took all the necessary
safety measures to make the shop a
COVID-free space.

Key soft skills in the case study
Motivation

Decision making

The founder shared insight into how a
motivated employee maintains high
levels of commitment, which in turn
increases the desire to take on new
responsibilities. He stated that without
the effort, dedication and commitment
of his workers, they would not have
overcome this crisis or any other that
may come.

Decision-making in this situation
was essential to define the
direction of the company and to
determine the actions needed to
overcome the uncertainty caused
by Covid.

Leadership
A resilient leader must be
empathetic and able to put
themselves in the shoes of their
employees, but at the same time
they must be firm and rational to
protect the economic
performance of the company.
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BALAKOOK
Conclusion
The founder emphasised that
organisational motivation plays a
fundamental role because it increases
the potential of each worker, allowing
them to satisfy their personal goals
and at the same time, those of the
company.
When there is no good motivation, it
manifests itself in the behaviour of the
workers, which in turn affects the
company itself, leading to poor work
performance and affecting the
company's objectives.

As the COVID-19 crisis has revealed, it
is clear that motivation is fundamental
in order to be able to fight against
adversities. Not all companies were so
fortunate, and many had to close
permanently as a result.
The founder further comments that
the making certain decisions in those
moments of uncertainty were
fundamental to maintaining the
company's activity.

44

COLEGIO SÉNECA
Teachers, mates and co-owners
Colegio Séneca is one of the most
important educational centres in
Cordoba. Founded in 1979, the
school today has 700 pupils and 40
teachers.
The
pillars
of
its
educational model are bilingualism,
sustainability,
equality
and
entrepreneurship. Awarded the EU
Green Flag for its commitment to the
environment, it won the 2019
Princess of Girona Award for the
"Superhero" project. In addition,
thanks to its strong international
commitment, it is present in more
than a dozen Erasmus+ projects.

Apart from these data, the main
characteristic of the school is its
organisational model, as it is a
cooperative. That is, the teachers and
staff of the school are not only
teachers of the school, but also
owners and shareholders of the
company.
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COLEGIO SÉNECA
"When selecting staff, we must bear
in mind that we are not only looking
for the best teachers, but also for
professionals who share our values
and want to grow to have a very
close relationship with us."

For this reason, the selection
process not only involves the skills
required to teach each subject, but
also needs to detect skills beyond
the intellectual aspect that will allow
the person chosen to fit the profile
and the group, as it is possible that
in the future he or she will become
part of the company's ownership.
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COLEGIO SÉNECA
A matter of commitment
Four decades after its foundation by a group
of teachers who decided to embark on an
educational project, Seneca School is in the process
of generational change. Most of the founders have recently
retired, and the staff is being renewed with young people
who not only occupy teaching posts, but also become cooperative members and, therefore, co-owners of the
company. The key when selecting new staff is therefore a
commitment to the idea of the school, its values and a clear
vision for the future of the organisation.
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COLEGIO SÉNECA
Conclusion

They are not only looking for
teachers, but also for potential
owners.
Commitment is essential. The
working day does not end with the
lessons.
The school is looking for people
aligned with its values, its spirit and its
vision for the future of the
organisation.

In a co-operative model, people are
the basis for success, which is why
the recruitment process plays a key
role. This is the case at Seneca
School, a school in the process of
growth and, above all, because the
generational handover requires the
new members to maintain the
essence of the school.

48

EOS IBERICA
History
The company was founded in
Cordoba in 2003 with the aim of
manufacturing. To this end,
companies from the metal industry
and the computer sector joined
forces. Its founders were the
technology companies MC
Informática and EOS Processor. This
alliance was joined by companies
with a more industrial profile and
specialised in metal transformation
and moulding, all of which have now
been re-founded under the name of
the EOS Ibérica Group.

Services
EOS Ibérica is a manufacturer of
technological solutions, solving the
needs of protection, ergonomics or
mimicry in the environment, thus
facilitating the implementation of
technology both indoors and
outdoors.
The Group has the capacity to
undertake any type of customised
project to integrate computer or
electronic components where metal,
technology and design are involved. In
addition to its specialisation, the EOS
Group is characterised by its flexibility
in adapting its products, making it the
perfect ally for developers,
consultancy and engineering firms, as
well as software factories
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EOS IBERICA
Problem
The main problem EOS has had to face
since it was founded was the constant
changes in the market. EOS was able
to adjust the company to the changing
market and the scenarios of
permanent change in the market. At
EOS Ibérica, they have learned that a
company is a living thing and that it
has to adapt to the changes that occur
in the market. A company is not
something static; the market is
changing constantly, so a company
must either adapt to the changes or
end up disappearing. The survival and
longevity of organisations will depend
on adaptability being their strategy,
and that is what EOS Ibérica did.

Reasoning
The changes implemented by EOS
Ibérica to adapt to the market were
Critical analysis of business areas.
Identify and abandon areas that
hinder development.
Identify core competencies and
focus on them.
Evaluate and readjust resources.
Define new strategic objectives.
Develop an implementation plan.
Create synergy with other business
partners and markets.
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EOS IBERICA
Challenges
The main challenge was to ensure the
survival of the organisation. Markets
change and even more so in the
sector in which EOS operates, which is
the technology sector. The company
faced the challenge of diversification,
because if the company did not adapt
to market changes, it could not survive

with its only product. The emergence
of the superstores and the transition
from the desktop computer to the
laptop left them with very little market
margin, and this is what led them to
look for new business alternatives.

It would not have been possible without the sum of the
knowledge, skills and abilities of the people who make
up EOS Ibérica

Key soft skills in the case study
Flexibility

Team management

Creativity within Eos has been key to
generate new ideas that allowed the
company to create new products,
design new and very original services
or give another approach to old
products, making them more
interesting, more practical or simply
more attractive from the application of
these new ideas

Human capital was fundamental to
manage the growth and achieve the
company's objectives. It would not
have been possible without the sum of
the knowledge, skills and abilities of
the people who make up EOS Ibérica.
The objectives have been achieved and
the most difficult times the company
has gone through have been overcome
thanks to teamwork.
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EOS IBERICA
Conclusion
EOS IBERICA had to make decisions to
adapt to changes in the technology
market. Adapting to change, in
business terms, meant for EOS to
make decisions that would put the
business or company on track to face
the threats that were occurring at that
time in the technology market. To
achieve this, EOS IBERICA not only had
to be aware of what was happening in
the technology market, but also try to
anticipate these changes. EOS
IBERICA was flexible enough to guide
the company in such a way that it
could cope with the threats that these
market changes implied for the
business model. At EOS, goals are set
jointly with the entire company, which
helps to seek the best and to take
responsibility for decision making. For
EOS, results orientation means striving
for maximum performance, working
beyond one's own standards, working
as a team towards a common goal,
adapting to any changes and taking on
board any mistakes made along the
way, continuing to work and focusing
quickly on the goals set.
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HIRINT
Psychology, big data & soft skills
Hirint is a smart recruitment platform
that automatically screens and ranks
candidates based on their fit with the
vacancy. The startup makes it possible
to hire faster and smarter by predicting
who will perform better and in a fair
way. In the selection process, Hirint
combines psychology and big data to
assess the most in-demand soft skills
and return a job-match ranking to the
company.

The platform works in two ways. It
generates a report for the company to
check strengths and weaknesses of
the candidates and also sends another
report to the candidates to get to know
themselves better and to improve their
profile.
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HIRINT
"When I started working in the HR
world, I knew very little about people
and recruitment and I could not have
imagined that this experience would
mark my venture. Then I discovered
the world of software and I was
totally fascinated by its capacity to
solve real problems in companies
and, above all, by its scalability.
Hirint was born from my own
personal/professional experience in
which I detected some
inefficiencies: too many CVs to sift
through, too many interviews and a
great deal of subjectivity."
Javier Cañizares. CEO

Advantages for the process
The test algorithms are based only
on the information the candidate
has answered, which eliminates
gender, race or age bias.
It enhances the job applicant's
experience. The test is very simple
and the candidate receives
positive feedback. Candidate
satisfaction after taking the test is
97%.

The test helps to create
multidisciplinary teams and helps
to reduce time in the selection
process because it allows HR to
know which candidates will spend
their time in face-to-face
interviews.
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HIRINT
ePreselec, a test of competences

One of the companies that relies on Hiring is InfoJobs, the
benchmark platform for job searches in Spain. In its aim to
help companies find the best talent, it has launched its new
skills test. It has done so with the help of Hirint. The new
service is now available on ePreselec and allows HR
professionals to measure the different soft skills of
candidates, such as communication skills, teamwork,
planning, initiative and leadership, among others.

How it works?
Once the candidate has answered the
questions, ePreselec will indicate to the
recruiter that they can consult the
results. In this way, they will be able to
see a report with the evaluation of 20
soft competencies which will be
accompanied by a description based on
the score obtained.
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HIRINT
The science behind the tool

Hirint is based on established theories of Industrial / Organisational
Psychology, which have been thoroughly examined, verified and tested. The
model states that people with a certain "value orientation" will have a
tendency to demonstrate and use some competencies more than others.
Hirint therefore predicts the performance of candidates through the analysis
of their competencies and learning ability by making recruitment based on
what people are capable of doing, rather than what they have done in the
past.

Learning Ability. Accurately
predicts job performance by
measuring through tests that
assess the general intelligence
of applicants.

Soft Skills. Objectively assesses
the most common workplace
competencies and behavioural
patterns of applicants.
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HOTELES OLIVENCIA
History
Hoteles Olivencia S.L.U. is a company
dedicated to the tourism sector in
Andalusia, southern Spain. It has 1
hotel complex, 36 tourist flats, a
gastronomic restaurant and several
rooms for the celebration of events,
congresses and conventions with
capacity for up to 1200 people. They
are mainly focused on the business
client, being a reference in terms of the
celebration of large events, for its large
capacity and its wide range of services
available to clients.
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HOTELES OLIVENCIA
Problem
The hospitality and tourism sector has
been one of the sectors that has felt
the impact of COVID-19 the most. The
company had to make decisions to
ensure the maintenance of the
company as well as to put in place
certain strategies in terms of the pace
of reopening all the facilities in a
gradual manner. Another challenge
was the cancellation of the summer
crossing of the Strait of Gibraltar,
which brought in a large number of
customers, so they had to open new
sales channels to attract national
customers.

Reasoning
The pandemic caused an
unprecedented level of disruption to
the global hotel industry. The local
confinements and travel restrictions
caused many hotels to temporarily
close. The immediate impact was a
sharp drop in revenue, as business
travellers and tourists were either
locked in or using videoconferencing
to meet clients. The hotel industry had
to reinvent itself in order to remain
active or recover from this crisis
situation.
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HOTELES OLIVENCIA
Challenges
The first challenge faced was trying to
reassure the workforce. It was
necessary to keep the workers united,
motivated and well informed about the
steps the company was taking. It was
decided to hold regular virtual
meetings to inform them of the actions
taken by the company and provide
ideas on how to approach the new
business model as restrictions were
lifted and the company's clientele
started to move again. This fluid
communication on the part of the
company's management meant that
the staff felt motivated and, more
importantly, saw themselves as one of
the key players in tackling the new

business needs to overcome the
serious crisis caused by the
interruption of activity in the hotel and
catering industry. On the other hand,
the cultural and holiday customers had
temporarily disappeared, as had the
foreign clientele, so it was necessary to
make up for the shortcomings of this
customer base by betting on another
model of customer that could be
welcomed.

Soft skills are very important,
especially in a sector as
changing as the hospitality
industry
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HOTELES OLIVENCIA
Challenges
key soft skills in the case study
Motivation
Motivation has been one of the keys to
successful results , as the team was
kept motivated thanks to the
continuous transparency with all the
steps that were being taken by the
company. Involving workers in the
changes and taking into account their
opinions regarding the changes in
their departments made the workers
themselves feel that they were a key
part of what had been achieved.

Time management
The company decided to take advantage
of the down time the closure of services
and restrictions forced upon them. They
took the opportunity to make reforms
within the company in order to optimise
their time.

Emotional
management
By involving the employees in the
changes, the fear of job loss or the
crisis in the family economy of some
employees did not surface. Thanks to
this, work was optimised and results
improved, as all the workers were
working in the same direction together
with the company, which made
everything much easier than it seemed
at the beginning

Decision making
In the beginning, decision making was
a very complicated task due to the
abundant misinformation that existed
in the news and online. The decisions
made were carefully studied and
agreed upon in order to avoid the
greatest possible impact in the event
of prolonging the closures over time.
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HOTELES OLIVENCIA
Conclusion
The soft skills of the HO team have
been the driving force behind the
recovery after the COVID-19 crisis
thanks to all the changes and effort
made by the company and its
employees. It has managed to be
100% operational today without
undertaking debt or staff cuts. Thanks
to the support of the management and
their communication with the workers
at all times, the team feeling has been
improved as each worker was able to

contribute their ideas during the many
changes that have had to be made.
They took into account everyone's
opinion. Moreover, the degree of team
involvement has considerably
improved productivity, as the team
enjoys their work and is recognised by
the company. In terms of staff, the
quality of life has been improved with
various benefits that the company has
made available to employees in
appreciation of their involvement.
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ISOTOOLS
Technology, but through people
ISOTools was born 25 years ago as the
first management systems software in
the cloud from the organisation's own
experience as an ISO certified
company. They have the impulse of an
environmental management project
implemented in the European
Commission.
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ISOTOOLS
Since 1998, when this project
emerged as a tool focused on the
implementation and maintenance of
Management Systems and Excellence
Models, always in a web environment,
ISOTools has been growing both
metaphorically and literally; they are
constantly making updates to the
functionality of the platform itself as

well as expanding geographically.
Thanks to its commitment to
customer proximity, the company has
grown to cover 20 countries in Europe
and Latin America.

More than technicians
"At one point we realised that we had a very good product but we were not
reaching the customer. We realised that by improving the emotional
competences of our staff we could improve our results. Thus, our interest in EQ
was born. When we hire, we look for technical competences, but also for high
social skills, because that will make these professionals obtain better results
and improve relations with colleagues and clients."
Miguel Martín, CEO
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ISOTOOLS
Making the difference
The organisation understood that although
its product and its staff are eminently technical,
"in the end we are and work with people. We can have very
interesting technical skills, but not understanding people's
feelings or problems prevents us from reaching the end
customer. It is important to express and understand emotions,
have intrinsic motivation, show empathy, develop healthy
relationships with others and demonstrate assertiveness in a
world as complex as ours.

Impact in a
global market

Isotools has a large part of its business
in Latin America, and although Spanish
is the common language, each client
has its own culture and it is essential to
actively listen and understand what
they want to say with their words.
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ISOTOOLS
A matter of values
Five key values:
Customer orientation
Result orientation
Excellence
Initiative
Responsibility

As soon as candidates enter the
selection process, HR managers start
a technical skills screening followed
by a values-based analysis. Isotools
has five key values that are present in
all its offices and which are passed
on to the staff from the welcome plan
that facilitates their arrival in the
organisation.

"This allows us to detect that
two people with a similar
engineering profile are not
the same. One shines
brighter than the other for
reasons that are not in the
CV, and that makes the
difference"
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S4HRTECH
Software to detect soft skills
S4hrtech is a soft skills assessment
tool that was born in the midst of the
pandemic in response to a business
need. In the end, the main problem for
companies when assessing social and
leadership skills is that they are more
subjective, more human, and this has
always been difficult to quantify or
make data-driven decisions about
when hiring or promoting employees.

In a company, projects, rules and even
the way we relate to our team change.
S4hrtech allows you to identify and
evaluate the skills managers are
looking for, to get to know their team
better and select the most suitable
candidate for a specific position.
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S4HRTECH
"We were already identifying
that customers wanted more
soft skills analysis because it
helped them a lot in the selection
process. In the months we were
locked up at home, we moved the
solution to an open platform that
only evaluated these 'invisible'
soft skills"
Nacho Hortal, CEO

S4hrtech is the solution that allows to
identify the soft skills of your team in
an agile, reliable and flexible way. With
the games developed by its team of
psychologists, they carry out
assessment processes quickly via
mobile phones.

A touch of EQ
The S4hrtech Emotional Quotient (EQ)
model, based on Bar On's studies,
allows them to assess interpersonal,
intrapersonal, stress management and
adaptability components. The following
skills allows them to extract a reliable
picture of the main characteristics of
the users' EQ.
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S4HRTECH
The origin of the tool
The origin of S4hrtech is Currofinder,
an app without a CV focused on the
textile sector, where the CV is less
important than the skills of the
candidates in public. "In March 2020
when COVID hit, everything came to a
standstill," says Nacho Hortal, cofounder of S4hrtech, the ultimate tool
that measures social, personal and
formal skills.

Solving problems
The main problem for companies
when assessing soft skills is that they
are more subjective, and it has always
been difficult to put a number or make
data-driven decisions when hiring
employees. With S4hrtech they can
evaluate them for qualified positions
and translate gamification into
performance appraisals.
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S4HRTECH
Measuring soft skills
To assess candidates' personalities,
the team of psychologists and
developers rely on the Big Five theory,
which classifies candidates by how
scrupulous, outgoing, friendly, open to
new experiences and neurotic they are.
To measure EQ, they use BarOn's
model, which is also based on 5
scales:
interpersonal area
intrapersonal area
adaptability
stress management
mood

"The tool will tell hiring managers that 'John fits 72%', 'Mary fits 84%' and also
ranks them all. Automatically, top candidates on to the next stage. Then they
also use the extended reports in the interviews, which allows them to focus
better and prepare for the selection interviews", Hortal says.
Companies can then define the position and its competencies, invite the
candidate or employee to take the tests in the form of games and have a report
for each person and an affinity ranking. In addition, the app provides the
candidate with another report that allows them to see their results and look at
what stands out or what they need to improve.
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UNITED KINGDOM

CONSULTING COMPANY

(*)

Where active listening is everything

A lack of active listening skills, as the director of this small 6-person
company in the UK highlights, can make all the difference in terms
of employee recruitment and especially retention. Active listening is
required from the first fundamental contact with a potential
employee to find out who they are as a person and what makes
them tick.

This company, founded in 2020,
focuses on building and construction
consultancy. The company's founder
insists that active listening is the most
important soft skill a manager can
have, because without it you may miss
important clues as to whether the
employee fits with the company's
culture and what motivates them at
work. Listening actively rather than
passively gives managers all sorts of
valuable information about their
employees.

(*) The name of this company has been redacted for privacy reasons, and any identifying information has
been kept confidential under GDPR regulations.
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CONSULTING COMPANY
"People want to feel heard. Pacifying employees rather than
helping them solve problems translates to 'I don't care about this
problem.' Being dismissive is a big mistake."

The director also states that it's fairly
easy to detect whether someone has
active listening at the interview stage,
and it doesn't only come from what
they say. Body language, he says, is a
dead giveaway for whether someone
is paying attention and present in the
moment. You just know if someone is
disengaged from the conversation or
not giving it their all.

Detecting good active listening skills in a
candidate requires paying attention to
what they say between the lines; not just
listening to their answers, but what they
tell you about them as a person and how
they are delivered also come into play.

Signs of active
listening
Backchannelling
Referring back to
something said earlier
Eye contact and head
nodding
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Employee retention
Active listening can be a major factor in employee
retention, according to this company's director. Listening
to what employees say they need and then giving it to
them can be greatly motivating for them. On the other
hand, when their needs are not met, that's when they start
to look at the door and consider other options. Listening
is easy, free, and can make employees feel heard and
cared-for.
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Conclusion
Noticing a candidate's low level of
active listening and still hiring them
based on good qualifications or hard
skills can potentially lead to problems
down the line. Not only will this person
be likely to not work well in a team, but
it will be hard for them to take
constructive criticism in a healthy
manner because they might only hear
what they want to hear. Managers
should be aware that the way a
candidate presents themself in an
interview can speak volumes about
who they will be as an employee.

If your company requires employees to
work in a team, soft skills simply
cannot be ignored; they are what
allows employees to receive feedback,
stay motivated, and come to
reasonable solutions to problems that
arise.
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DIVYANGA LIMITED
An IT consulting company that proves technology and
soft skills go hand in hand
Divyanga Limited is an IT consulting serving the banking sector with
digitised solutions. The company's director also owns another
company which specialises in recruitment. Soft skills and continual
growth of each of the employees is one of the biggest factors that
play into the successful company culture at Divyanga Limited.

Soft skills in the every-day
life of Divynaga Limited
There is a number of soft skills ranging
from organisation and flexibility, to
team and time management and many
others that are considered to be
equally as important within the
company and are entwined in the every
day operations of Divyanga. The
founder highlights that some soft skills
are more significant to his business
than others. Active listening is a very
big part of his job description, as by
practicing this skill his employees and
him are able to regularly detect issues
and come to amicable resolutions
where both parties are satisfied.
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DIVYANGA LIMITED
When it comes to empathy, the
company nurtures the ‘create fast,
learn fast’ environment in which
making mistakes is normal and
acceptable, under the condition that
employees are honest about it and
are willing to improve from it.

Empathetic leaders
motivate performance
Having empathy towards your
employees even when they make
mistakes is what pushes them to be
better, and is sometimes a better
solution than finding a replacement
with which you could be going through
the same mistakes all over again.
Likewise, in a remote work
environment, commitment is an
essential skill to detect in employees.
You can respect someone’s talent and
knowledge in the field, however, when
there is no self-regulation or
commitment to the results, it is better
to look for someone who can deliver
what is needed for the company to
prosper.

Practicing
communication skills
It is important to remember the
communication within a company is not
always universal, and should be adapted
to each employee's personality,
especially when delivering feedback.
Putting effort into improving on your
communication skills gets you far in both
the position of a leader or employee, as it
interlinks with many other soft skills that
are important when managing a business
or creating a healthy work atmosphere.

Visit this link to learn more
about the company:

https://divyanga.com/index
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DIVYANGA LIMITED
Appreciating commitment

Commitment to the job is one of the aspects that contributes massively
to the company’s success as it is the main indicator of person’s
motivation and willingness to show responsibility and produce the
results that are expected of them. This is a skill that the founder finds to
be greatly connected to empathy, which he believes has become one of
the most important skills today’s employees can have. Moreover,
working in a remote environment (as this organisation partly does)
requires its employees to really work on their communication skills as
this is one of the most important ways to keep structure intact, and
manage people effectively in the new norm of events.

Having responsibility over your own actions and being
able to make decisions that contribute to the bigger
picture makes everyone a leader of their own. Having
these leadership skills is something that the founder of
Divyanga recognises to be very important on every
level. Having a structure and knowing your role in the
company is very important so as to avoid conflicts and
work together to deliver the best results under the
company’s name.
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DIVYANGA LIMITED
Long-term planning
losing importance
Agility and adaptability are valued over
long-term planning in some
companies in today's fast-changing
environment. There is an ever-growing
ne23ed for agile and flexible workers
that could manage the rapidly
changing day-to-day business
processes. The founder of Divyanga
points out that having plans is
welcomed and beneficial, however,
with the agility that each company is
obligated to put to action in today’s
world, it feels out-of-place to make too
long-term of plans.

Practicing
communication skills
When it comes to the recruitment
process and finding the right people for
the job, attitude and honesty is what is
looked for the most in Divyanga Limited.
While recruiting, the company tries to
detect these values by giving potential
employees scenarios and seeing how
they would resolve the problem.. This
approach is what they consider the most
efficient way of detecting how good of a
fit the person is for the organization, all
depending on the honesty of their answer
and no matter whether the problem was
resolved in the end or not. It is not the
end result that they consider the most
important, but the steps you take to get
to there and your attitude towards
learning.

As the founder of the company
puts it, all the other skills come
with experience and can be
taught; however, being honest
and having a positive attitude
towards learning is what helps
the company see what kind of a
worker the applicant will be.
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DIVYANGA LIMITED
"Learn fast, create fast"
A life-long learning mentality is, as we can
see, one of the essential cornerstones of
the company. To reward their employees
for a job well-done, Divyanga Limited offers
some compensational benefits that show
appreciation and motivate employees to
always do better. One thing that the
founder believes his employees value the
most is how much the company invests in
their education and encourages individual
growth. This is a very important factor in
fostering personal and professional
development in the employees, creating a
positive outlook on their work when they
are allowed to pursue something they care
about.

Even when former employees decide to
move on from the company, the founder
that Divyanga is happy to welcome them
back, appreciating their need for growth
and encouraging them to apply the
knowledge that they decided to search
for outside of this company.
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EUROSPEAK
A language school where empathy
leads the performance

Eurospeak Language School prides itself on creating a welcoming
atmosphere for their students and a pleasant work environment for
their employees. In a school with employees of over 10 different
nationalities, soft skills come into play every single day.

Since Eurospeak is a service-oriented
organisation, focusing on delivering an
experience rather than a product,
empathy and emotional intelligence
play a big part in the everyday life of its
employees. Teachers and admin staff
alike must foster a good relationship
with the students and be able to work
in a diverse team, requiring high levels
of intercultural communication skills.
Having empathy and emotional
intelligence are skills which are crucial
to sustain this organisation, as both
workers and clients must be satisfied
that their needs are being met while
navigating complex issues that arise
due to the international nature of the
work. Consequently, if the students
and employees are happy, it results in
profits for the company.
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EUROSPEAK
Eurospeak has always realised
the importance of soft skills
alongside the required
professional qualifications for
employment. If a person lacks
certain soft skills, they will not be
a good fit for the company.

Looking for soft skills
in the recruitment
process

"If a person being interviewed possesses
the technical skills, they have already
checked a lot of boxes when it comes to
the qualifications for the job; however,
having actual conversations with them
helps in getting to know the person on
another level and seeing how developed
their soft skill-set is."
Gaurav Vahi, Eurospeak director

In the recruitment processes, the
director of Eurospeak believes the
best way to assess if the person is
right for the job is to engage in light
conversations from which you will
learn more about their personality.
Having these conversations where
applicants are made to feel
comfortable enough to open up is one
of the best ways to detect if they
possess the skills needed, instead of
just focusing on technical skills that
are required for the job.
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EUROSPEAK
Leading with empathy

Even though emotional intelligence and empathy
are often considered skills you either have or don't have,
the director of Eurospeak believes these two can
definitely be improved upon. "As leader of the
organisation, one starts feeling the need for enhancing
the particular skill - in this case emotional intelligence and
empathy - when they notice the absence of it." It is then,
he says, that the real potential of building on the skill and
its significance for the business can really be seen.
Helping these people build synergy with their co-workers
from who they can also learn a lot is crucial in helping
them reach the level of emotional intelligence that is
required for the job.
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EUROSPEAK
Giving feedback motivates
employees
People
appreciate
feedback.
When
emotional intelligence plays a big part of
your everyday work life, bringing in this
human touch makes people more
motivated to improve on their skills. Having
this approach can make people feel
important and cared about, which will
consequently result in creating a good
company culture that people will follow.
Giving feedback is a big part of Eurospeak’s
organisational culture which relies greatly
on understanding each other and valuing
others’ perspectives. When you notice that
someone in the team is lacking the skills
needed to foster a healthy work
environment, showing them empathy will
make them respond with one, and will
make them realise the importance of it
from which they will definitely improve.

www.eurospeak.ac.uk

83

CONLUSION
Notably, the theme that underlies this
compendium - inspiring and proficient
experiences of SME in the field of Soft
Skills - is currently unavoidable in the
recruitment/selection and
development processes of human
resources. The human factor in
companies, in a digitalised society
where innovation and sustainability are
crucial factors for viability and
success, is seen as essential. Above
all, the person makes the difference.
In this sense, seeing business
development and sustainability
exclusively based on technical and
specialised skills (hard skills) is not
compatible with current demands.
Companies recognize this. This little
book proves it, through a journey that
includes 18 experiences of 18
companies, from which we tried to
demonstrate the importance of soft
skills. We must face the essentiality of
the human factor in the development
of businesses and enterprises in
various sectors of activity and,
expediently, in different European
countries/regions.
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ACKNOWLEDGMENTS
Denmark
https://brainlog-ngo.com

BRAINLOG
https://www.creativecontent.agency

CREATIVE CONTENT
AGENCY
http://www.telemed.dk

DANSK
TELEMEDICIN

http://www.somera.com.tr

SOMERA
https://trendlog.dk

TRENDLOG
Portugal
https://www.biodesign.pt

BIODESIGN
https://www.galbilec.pt

GALBILEC
https://primecentury.pt

PRIMECENTURY
CONTABILIDADE E CONSULTORIA DE GESTÃO LDA
https://www.raitec3d.com

RAITEC 3D
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ACKNOWLEDGMENTS
Spain
https://balakook.com

BALAKOOK
http://www.colegioseneca.es

COLEGIO SÉNECA
https://eosiberica.es

EOS IBERICA
https://hirint.io

HIRINT
www.hotelesho.com

HOTELES OLIVENZA
https://www.isotools.org

ISOTOOLS
https://www.s4hrtech.com

S4HRTECH
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ACKNOWLEDGMENTS
United
Kingdom
The name of this company has been redacted for privacy reasons, and any
identifying information has been kept confidential under GDPR regulations.

CONSULTING COMPANY
https://divyanga.com/index

DIVYANGA LIMITED
https://eurospeak.ac.uk

EUROSPEAK
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FETRA project Fellow Travellers. Soft skills for Human
Resources Management in SMEs.

