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Background and purpose: Employees with their knowledge, skills and values are a connecting link between the
deep organizational transformations and new technologies. In this regard, the human resource management system
needs new approaches and tools for the diagnostics, training and personnel development based on the synchroni-
zation of the organization and the employee’s values. The study aim is to develop a comprehensive methodology
for building an employee’s soft skills profile in order to form personalized educational trajectory and an adaptive
management system creation.

Methodology: An approach to the soft skills profile’s formation through broadcasting of the description of person-
ality’s behavioral indicators into actual supra-professional competencies is considered. Modeling and automation

of the employee profile’s soft skills was carried out. Statistical observation and empirical confirmation were used to
evaluate the developed methodology. 115 respondents from different fields of science and technology from Reshet-
nev University took part in the diagnostic.

Results: The results show that the proposed complex automated personality diagnostics is valid. And it allows you
to visualize the soft skills profile, determine the level of competencies’ expression and identify the directions of the
employee’s individual development.

Conclusion: The study offers a comprehensive integrated methodology which allows you to assess the formation
level of representatives’ soft skills of various fields of activity. This development can be used both in the educational
environment to form an education ecosystem in accordance with the requirements of the innovative economy devel-
opment and in the enterprise management system to increase the production potential of both employees them-
selves and enterprises.
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1 Introduction technologies, but also by introducing fundamental organi-
zational changes in technology, culture, operations and the

Today, the economy is undergoing a digital transfor- new products’ principles creating.
mation. It is a revolutionary process of transforming an The connecting link between the integration of deep
organization’s business model, not only by using digital organizational transformations and new technologies are
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people - employees with their knowledge, skills and values
(Boutetiere et al., 2018). The key barriers to digital trans-
formation are, first of all, a lack of qualified personnel,
competencies and knowledge, as well as internal resist-
ance in organizations (Harvard business review, 2017). On
the one hand, it can be explained by the employees’s con-
cern about the possible job losses due to the automation
of up to 50% of work processes by 2055 (Manyika et al.,
2017). On the other hand, there is a staff involvement’s low
level. According to an ADP Research Institute study, only
about 16 percent of employees are fully engaged (Hayes et
al., 2019). To ensure a high level of employee engagement,
it is necessary to develop a corporate culture, instilling the
organization’s value system in the employee through the
areas of common interest with his values (Pecek & Ovse-
nik, 2018).

Organizations are created by people with their value
system’s investment in the structure being created. An em-
ployee who comes to an organization at a certain life cycle
stage doesn’t realize what is happening. He also doesn’t
know what happened. He has no idea what will happen.
There is a desynchronization of the employees and the or-
ganization values. According to this, it is necessary to find
contact’s points between the employee and the organiza-
tion’s values, for example, through the competence pro-
files’ correlation of using the adaptive management system
organization using artificial intelligence.

The employee profile’s creation and implementation
in the human resource management system in accordance
with the competence model is a significant task for devel-
oping organizations. The formation of an employee’s com-
petence profile allows you to solve many organizational
problems. For example: personnel recruitment and selec-
tion, adaptation, personnel audit, its assessment, compre-
hensive development, management reserve formation, etc.
The competence profile, as a rule, consists of soft and hard
skills.

Hard skills represent the professional competencies re-
quired to perform labor operations. They are reflected in
job descriptions, regulations, professional standards; they
can be clearly demonstrated, evaluated and verified.

Soft skills are supra-professional competencies. It is a
set of socio-psychological qualities that do not depend on
the professional activity sphere, but have a direct impact
on the individual success. A person possesses them from
birth or acquires them in the development and gaining ex-
perience process.

The skills’ change occurs due to automation, robotiza-
tion and the artificial intelligence using in organizational
processes (Bughin et al., 2018). Increasingly, organiza-
tions are focusing on supra-professional skills, which are
much more difficult to reproduce with the help of digital
transformation tools and that are underlie of the changes
taking place.

The personal qualities’ value in comparison with
knowledge in the engineering sciences’ field was identify
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in the Charles Riborg Mann’s work “A Study of Engineer-
ing Education” in 1918 (Mann, 1918). The study by scien-
tists from Harvard University, the Carnegie Endowment
and the Stanford Research Center showed that “flexible
skills” have almost 7 times more influence on a person’s
success in the profession.

Moreover, Google, as part of an internal study by Pro-
ject Aristotle, revealed that the most productive teams
have a wide range of soft skills (Strauss, 2017).

Studies by various scientists and companies at different
times show that soft skills are the key to success not only
in interpersonal relationships, but also to a large extent in
professional activities (Kareem & Mijbas, 2019). They are
the basis for the effective development of hard skills.

Today, the scientific community shows an active inter-
est in the soft skills’ study. The scientific articles consider
competencies in the higher education system (Azasu et al.,
2018; Diaconu et al., 2014; Gani et al., 2018), the emo-
tional, social and cognitive competencies’ influence on en-
trepreneurial intentions (Bonesso et al., 2018; Chien-Chi
et al., 2020), the relationship between the personal power
of the CEO, CEO competencies and company efficiency
(Amedu and Dulevich, 2018), the impact of soft skills on
project effectiveness (Gruden and Stare, 2018; Makbu et
al., 2017), etc.

These studies show only the impact of the certain skills’
development on the individual and companies’ success. In
this regard, it is necessary to focus on the assessment of the
person development’s soft skills.

Modern researchers propose methods for evaluating
soft skills within a certain class (Liang et al., 2017; Wu et
al., 2015). At the same time, the tools used are subjective,
which does not guarantee the results obtained quality.

Despite the expansion of research in the field of soft
skills development assessment and their impact on various
performance indicators, it is the first article, the purpose of
which is to develop a methodology for building a compre-
hensive soft skills profile. This profile combines cross-spe-
cific competencies. The methodology is universal and is
intended for a wide range of users in various branches of
science and technology. It is aimed at the practical appli-
cation of integrated theoretical approaches in the human
resource management system.

2 Problem

Today, supra-professional competencies’ skill level is
assessed in various ways. The most common of them are
verbal and communicative methods (questionnaires, in-
terviews), psychological testing, case methods and expert
assessments methods (Strauss, 2017).

Such methods as competency interviews conducted
in Russia using Western methods STAR (Situation - Tar-
get - Action - Result) (Swain, 2019), PARLA (Problem -
Action - Result - Learned — Applied), CARE (Content,
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Action, Role, Effect) (Klimenko, 2020), and expert as-
sessments’ methods according to the type of assessment
“360 degrees” and its modifications (“90/180/270/540/720
degrees”), with all their advantages (high degree of objec-
tivity (speaking of competency interviews), the ability to
manage the structure of the collected data and their com-
pleteness), have a number of disadvantages that force the
use of other methods of personality diagnosis:

1) Require significant labour, financial and time re

sources, both for the study preparation (elaboration

of competency framework and questions), and for the
data collection and processing, results’ interpretation;

2) Develop a competency framework in the Russian

market is carried out on the basis of expert opinions,

without the using of quantitative data processing
methods laid down by the founders of the competen-

cy-based approach (TalentCode, 2016);

3) Can be carried out only by qualified specialists, and

in their absence, the involvement of external experts

is required;

4) Give an incomplete idea of the employee’s poten-

tial, limited by the organization’s interests through the

competence model;

5) The evaluation of “360 degrees” is characterized by

subjectivity;

6) Inability to adequately assess all competencies with

such methods creates the need for the application of

additional ones.

Therefore, psychological testing methods are more
popular (Carlson, 2020). The application’s fields, as well
as the research directions of this method are extensive. In
this connection, many methods have been created, includ-
ing those aimed at assessing competencies. They include
such techniques as SHL personality questionnaires, Tal-
ent Q tests, Ontarget tests, Cattell multivariate personality
questionnaires, FPI, MMPI, SMIL, MMIL, etc. (Carlson,
2020). Using the testing method simplifies the evaluation
procedure due to the possibility of using ready-made tech-
niques and automating the data collection process, inter-
preting the results, respectively, significantly less financial,
labor, and time resources are required for the entire testing
procedure. In addition, it guarantees a certain degree of
objectivity, standardization, validity and reliability (statis-
tically provable) (Philips, 2016). Despite all the advantag-
es, the psychological testing existing methods have some
disadvantages: the study focus, i.e. they do not reveal the
full picture of the employee / applicant personality; they
become obsolete, not responding to the demands of the
modern labor market; the inability to interpret correctly
without a highly qualified specialist, which makes testing
methods in the classical form inapplicable.

Thus, all these methods can be classified as tradition-
al, and in most cases, they have their own limitations (for
example, the resources’ cost for data collection and pro-
cessing, interpretation of results, as well as the interpreta-
tion’s complexity, insufficient adequacy and reliability of

results), which demonstrates the need to find new, alter-
native approaches or to modernize and combine existing

ones to obtain a complete a person’s soft skills profile.

3 Research question

An adaptive organization management system’s devel-
opment using artificial intelligence, aimed at expanding
the employee competence profile within the framework
of synchronizing his values and the organization’s values,
will eliminate the shortage of personnel, skills and knowl-
edge to move to the next stages of digital transformation.
It can be possible through the development of T-shaped
specialists with a proactive position and capable of self-or-
ganization, and ensure the global competitiveness of the
organization. The developed competencies should corre-
spond to trends in management approaches. That is why
one of the digital transformation’s success factors is the
development not only professional competencies, but also
personal ones.

The main study issue is the employee soft skills pro-
file’s formation through the text description of personality
behavioral indicators broadcasting into supra-professional
competencies demand in the labor market. Personality be-
havioral indicators and their manifestation degree can be
determined within the framework of complex automated
diagnostics with the application of statements’ quantitative
assessment to question-situations. It will allow you to vis-
ually represent the level of competencies’ expression and
identify the directions of the employee’s personal develop-
ment in accordance with the organization’s needs, which
will lead to their common development trajectory’s for-

mation.

4 Methods

4.1 Analysis of psychodiagnostic
personality research methods

As part of the study, an analysis of existing diagnostic
techniques that reveal employee soft skills was carried out.
The main criteria for choosing methods were: soft skills
diagnostic test material; clarity, comprehensibility and
accessibility of the test material for respondents: ease of
processing empirical data; consistency of diagnostic tools.

During the diagnostic material’s selection, the empha-
sis was placed methods which allow us to determine the
most popular and relevant soft skills in the labor market.
The analysis showed that on the part of employers in the
personnel’s selection, the reserve’s formation, the person-
nel’s promotion, the request goes to such soft skills as:
leadership, ability to work in a team, responsibility for
decision-making, emotional intelligence, flexibility, striv-
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ing for self-development, focus on quality work, as well
as competencies describing the employee’s personality’s
psychotype.

Thus, the following tools were included in the process
of building a soft skills profile: the DISC model, Alan
Rowe’s “Decision-making Style” methodology, Honey
and Mumford’s determining activity styles method, a psy-
chotype test.

The DISC model is used to determine individual be-
havioral characteristics, namely, to identify the employee’s
strengths that form his behavior model. The methodology
identifies 4 behavior’s types which have a number of psy-
chological differences that significantly affect the perfor-
mance of tasks. Each behavior model has distinct features,
the knowledge of which makes it possible to build con-
structive interaction in the organizational system (Kole-
snikova et al., 2017).

Alan Rowe’s methodology identifies 4 decision-mak-
ing styles depending on the individual attitudes. The na-
ture of making decisions depends on the completeness
and reliability of the available information. Deterministic
solutions (under conditions of certainty) and probabilistic
solutions (under conditions of uncertainty and risk) are
distinguished (Bayburin et al., 2018).

As the following methodology, D. Kolb’s cyclic learn-
ing model (Kolb, A.Y. & Kolb, D.A., 2009) and Honey and
Mumford’s theory of 4 activity styles are used. According
to these theories, an employee learns in one of four ways
through conscious activity and thinking (Honey & Mum-
ford, 1992).

Usually, in the determine personality psychotype’s
methods, attention is focused on the dominant personal-
ity psychotype with pronounced character traits. K. Jung
became the first scientist who created a classification ac-
cording to 4 psychotypes. The group of authors modified
this technique, taking into account the various diagnostics’
test tasks, for example, “Strategies of self-affirmation of
personality” E. Nikitin, N. Kharlamenkova). Taking into
account the individual employee typological characteris-
tics allows HR services to get an idea of his emotional and
volitional sphere, attitudes, motivation and values, that is,
about the main components of individuality.

Thus, a comprehensive questionnaire of employee psy-
chodiagnostic research was formed. The selected original
methods consist of question-situations. However, there are
different scales for evaluating judgments, one of which is
the scale of attitudes. In this connection, it was necessary
to modify the question-situations and introduce a single

scale for evaluating judgments.

4.2 Scaling

The developed questionnaire presents questions-situa-
tions for which there are 4 statements in each (which cor-
responds to the characteristics of the personality studied in
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four different projections - psychotype, activity style, deci-
sion-making style, behavior style). For each statement, an
assessment of the respondent’s attitude to the situation is
recommended - how much it corresponds to the respond-
ent’s life attitudes. On the basis of which the assessment
should be made using a scale of attitudes used to measure
respondents’ attitudes to the subject of the study. It should
be combined with a strict ordering procedure, in which the
statements’ equivalence is not allowed. It is not allowed
to assign the same ranks to two or more answer options.
This is due to the need to identify the prevailing personali-
ty characteristics. For this purpose, it is important to assess
the degree of respondents’ agreement with statements de-
scribing different characteristics.

The study analyzes standard installation scales, such as
the Likert scale and the Stapel scale (Hrabrova, 2018). The
existing installation scales do not include a ranking proce-
dure, which means that they need to be modified.

A comprehensive questionnaire’s pilot study showed
that the most suitable scale is the Likert scale, proposed in
1932 by Francis Likert, an American specialist in the fields
of organizational psychology and management. Working
with this scale involves evaluating statements from one
critical point to the opposite critical point, in this case, the
respondent is supposed to assess the degree of their agree-
ment or disagreement with each statement on a scale of
assessments containing 3, 4, 5, 6, 7 or more points. In this
case, the scale may or may not contain a neutral value.

Thus, a modified 4-point Likert scale was used for the
questionnaire to rank respondents’ statements:

* 1 point - strongly disagree;

* 2 points - partially disagree;

* 3 points - partially agree;

* 4 points — strongly agree.

The presented scale has a symmetrical character. In
addition to the rejection of the neutral value in the scale,
its modification consisted in the application of the ranking
statements’ principles related to a single issue.

The test results’ interpretation is possible by summing
the ranks of statements relating to the same personality
trait, both in absolute and relative terms.

The advantages of using this scale are that it provides
relative reliability with a limited number of statements,
and the data obtained is easy to process. In addition, the
application of the same principle in all questions simplifies
the survey procedure. And the imposition of ranking prin-
ciples on the Likert scale makes it possible to determine
the prevailing personality characteristics.

So, a comprehensive questionnaire was formed for
employees’ psychodiagnostic testing. The next step in the
development of the soft skills profile was the creation of
clusters competencies’ model corresponding to the behav-

ioral indicators of the selected techniques.
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4.3 Modeling and automating soft skills
profile

The authors’ group identified the main supra-profes-
sional competencies corresponding to them, as part of the
behavioral indicators’ analysis for personality psychotype,
behavior style, activity style and decision-making style. At
the first stage of the analysis, about 20-30 competencies
were formed for each personality type according to all 4
methods.

For convenience and ease of employee profile’s inter-
pretation developed by soft skills, it is necessary to reduce
the competencies’ list in each cluster. On average, it is rec-
ommend allocating up to 10 key competencies applicable
to all positions (Parkinson, 1999).

Today, in the human resource management system, it
is possible to identify the main soft skills that should be
developed by employees to improve production efficiency.
They were mentioned earlier. After conducting a compar-
ative analysis of behavioral indicators interpreted in soft
skills relevant in the labor market, and combining similar
ones in meaning, the most popular competencies were se-
lected, taking into account the possibility of their develop-
ment or adjustment. The formed clusters of competencies
are shown in Figure 1.

Further, thetechniques wereintegratedintotheemployee
profile’s soft skills model. So, the model formed can be rep-
resented in the form of a 16-vector petal diagram (Figure 1).
As a questionnaire’s result, the data is processed by sum-
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Figure 1: Model of the employee soft skills profile
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ming ranks by groups of answers which characterize a par-
ticular type of personality. This amount demonstrates the
degree of certain personality characteristics’ manifestation
in a person. The levels at which personality characteristics
are manifested in each of the 16 sectors were taken as com-
petence’s levels.

In the literature, there are such stages of competence
development as: insufficient level, developing, experi-
enced, advanced, mastery (Shipilov, 2015). For the grada-
tion of personal competence levels due to the complexity
and ambiguity of the higher-level competencies’ assess-
ment, the proposed gradation was modified to 4 levels:

1) insufficient level (0-25%) - poor knowledge of com-

petencies, infrequent use in practice;

2) developing level (26-50%) - the mastering compe-

tencies’ process has been launched, but it is not always

possible to effectively apply it in practice;

3) experienced level (51-75%) - competencies are ful-

ly mastered, effectively applied in standard practical

situations;

4) mastery level (76-100%) - competencies are mas-

tered at the expert level, applied in complex non-stand-

ard situations.

The formed soft skills profile model was automated.
An electronic profile is a web server application that al-
lows you to register, take a survey (Figure 2) and get ac-
quainted with the data on the degree of development of a
person’s soft skills. JavaScript, HTMLS5, CSS were used
to design the client side of the user interface to the soft-
ware and hardware part of the service. The survey results
are stored in the organization’s database using the compre-
hensive questionnaire for as long as requires. The survey
can be completed repeatedly in different time periods. In
this connection, it is possible to track the development of
the soft skills level.

Question: 19/64.

interacting with people

results are saved automatical

Figure 2: Part of the questionnaire for respondents

| am especially good at ...

solving difficult problems

looking for opportunites

bering dates and facts

arrange the answers in descending order of importance to you I,
Vi d vhen you switch to another question £

NV
AN

The main advantage of the electronic questionnaire is
that the competencies’ assessment for each of the 16 sec-
tors is visualized in the form of a colored petal diagram.
The resulting diagram shows the degree of manifestation
of a personality particular type in a person and the corre-
sponding soft skills, not limited to the dominant one. It
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gives the most complete soft skills profile of an employee.
In addition, due to automation, the time spent on complet-
ing the survey, processing and interpreting data was re-
duced by an average of 80%, which was revealed during
the timing as part of the initial assessment of the employee
profile reliability developed by soft skills.
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5 Results

To assess the validity of the developed soft skills pro-
file diagnostic methodology, a focus group consisting of
115 respondents was formed. The respondents included
the students of Reshetnev Siberian State University of Sci-
ence and Technology from various fields of science and
technology: psychological, engineering, information and
chemical industries.

Requirements’ analysis for their representatives’ com-
petencies in scientific research, as well as the world data-
bases of vacancies was carried out for each field of science
and technology.

The petal diagram’s construction for each field of sci-
ence and technology with the superimposition of respond-
ents’ soft skills profiles obtained by passing the developed
automated diagnostics was made. It made it possible to

identify the representatives’ key competencies of the fields
of science and technology. Further, a comparative analysis
of global trends and the results of the soft skills survey of
respondents’ profiles were carried out.

According to the results of research in New Zealand,
specialists in the field of psychology are distinguished
by methodicality, restraint, listening ability, observation,
stability, caution, analytical thinking (New Zealand Psy-
chologists Board, 2018).

Within the diagnostics’ framework carried out accord-
ing to the developed methodology, the soft skills profiles
of psychologists are dominated by such competencies as:
reliability, patience, listening ability, friendliness, organi-
zation, pedantry, methodicality, analytical thinking, ration-
ality, restraint, listening ability, communication, respon-
sibility, empathy, assertiveness, practicality, expediency,
realism, confidence, experimentation, energy (Figure 3).

PERSONALITY PSYCHOTYPE £

52

Pragmatist

72

LEARNING STYLES .

JnAjeuy

nAeuy

= BEHAVIOR STYLES

79

Compliant

60

DEGISION MAKING STYLES

55

Figure 3: Average soft skills profile of psychological students (based on results of 23 respondents)
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National Aeronautics and Space Administration puts
forward such requirements for IT specialists as analytical
thinking, tactical thinking, listening skills, restraint, organ-
ization, result orientation, following the rules (Hirshorn
et al., 2017). Researchers from the Management Studies
Department, Indian Institute of Information Technology
focus on responsibility, methodicality, practicality, confi-

dence, experimentality (Dubey & Tiwari, 2020).

The analysis of IT respondents’ soft skills profiles
showed that such competencies as organization, method-
icality, analytical thinking, restraint, listening ability, re-
ceptivity, communication, tactical thinking, responsibility,
practicality, expediency, realism, confidence, experimenta-
tion, energy is more prevail (Figure 4).

PERSONALITY PSYCHOTYPE 68

56

Pragmatist

73

LEARNING STYLES -

nfeuy

lMeuy

+ BEHAVIOR STYLES

75

Compliant

59

= DECISION MAKING STYLES

Figure 4: Average soft skills profile of IT students (based on results of 30 respondents)

Chemical industry specialists are distinguished by the
presence of responsibility, accuracy, confidence, methodi-
cality, experimentation, concentration, restraint, commu-
nication. It can be traced in the works of scientists from
the University of Helsinki (Pernaa & Aksela, 2009) and
researchers from China (Zhou et al., 2013).

The analysis of soft skills profiles of respondents in the
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chemical industry showed that such competencies as con-
fidence, balance, organization, accuracy, accuracy, ped-
antry, methodicality, analytical thinking, caution, observa-
tion, adaptability, innovation are more prevail (Figure 5).

Malaysian scientists recommend that engineers should
possess such soft skills as rational thinking, analytical
thinking and organization (Adnan et al., 2014).
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Within the framework of the soft skills diagnostics of
the engineers’ profiles, confidence, result orientation, or-
ganization, striving for perfection, accuracy, reliability,
patience, conceptuality, organization, methodicality, ana-
lytical thinking, rationality, tactical thinking, responsibil-
ity, practicality, experimentation, energy are more prevail
(Figure 6). The competencies’ development depending on
the specifics of labor activity can be traced in the compara-
tive analysis of respondents’ soft skills profiles. According
to the results, we can make a preliminary conclusion that
the assessment of the soft skills profile according to the de-
veloped methodology is valid, since the key competencies
of specialists in the fields of science and technology under
consideration allocated by the world community corre-
spond to the respondents’ soft skills profiles.

6 Discussion and conclusion

There is an active interest in soft skills research in the
literature. The main research is aimed at studying the im-
pact of certain skills’ development on the personal’s and
companies’ effectiveness. There are no studies in the de-
velopment of a methodology for the soft skills integrated
assessment. In the literature, methods of subjective assess-
ment of soft skills within a certain class are only rarely
traced.

The study aim was to develop a methodology for build-
ing a complex soft skills profile. The result of the study
showed that the soft skills profile can combine relevant
cross-specific competencies.

PERSONALITY PSYCHOTYPE 65

53

Pragmatist

60

LEARNING STYLES 60

mieuy

JnAjeuy

= BEHAVIOR STYLES

72

Compliant

61

67 DECISION MAKING STYLES

Figure 5: Average soft skills profile of chemistry students (based on results of 28 respondents)
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mAjeuy
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69
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Figure 6: Average soft skills profile of engineering students (based on results of 34 respondents)

The study results showed that it is possible to form
an employee’s soft skills profile by broadcasting a text
description of personality behavioral indicators into su-
pra-professional competencies. Psychometric testing can
be used to determine personality behavioral indicators.

As part of the research analysis, it was found that the
assessment of soft skills is mainly carried out through be-
havioral interviews and psychometric assessments (Baron
et al., 2020; Jardim et al., 2020). Traditional psychometric
examinations are unidirectional, expensive and time-con-
suming (Amarpreet, 2019). In this article, a modified
toolkit is used. It allows you to evaluate various specific
groups of soft skills (the DISK model, Alan Rowe’s “De-
cision Style” method, Honey and Mumford’s method of
determining learning styles, and a psychological type test)
and contains a small number of questions.
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Identification of soft skills relevant to the labor market
is based on research of the global employers needs. In the
scientific community, this topic has been raised quite often
and for a long time. For example, in the article “Building a
soft skill taxonomy from job openings”, a search was con-
ducted for terms related to various soft skills in global job
databases using DBpedia and Word2Vec (Khaouja et al.,
2019). Based on the proposed methodology, the research-
ers identified 10 basic interpersonal communication skills.
The study “Responsible team players wanted: an analysis
of soft skill requirements in job advertisements” describes
a semi-automatic approach for extracting interpersonal
skills from job advertisements (Calanca et al., 2019). It is
shown how interpersonal skills affect the labor market’s
results.

After conducting a comparative analysis of behavio-
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ral indicators interpreted in soft skills relevant in the labor
market, the most popular competencies for measuring and
building a profile were selected.

The developed methodology formed the basis for the
complex automated diagnostics of the soft skills profile,
which corresponds to the trends of the world community
in the framework of the global digital transformation of all
spheres of activity.

The application’s universal nature in various fields of
activity is a distinctive feature of the developed soft skills
profile and the methodology for its determination compre-
hensive diagnostics does not require using of additional
techniques and allows you to significantly reduce time and
financial costs.

6.1 Managerial implications of the study

This study offers an alternative way to assess the level
of an employee profile’s soft skills formation, which can
be used both in the educational environment to form an
education ecosystem in accordance with the requirements
of innovative economic development, and in the enterprise
management system to increase the production potential of
both employees and enterprises.

The modern market economy poses a number of fun-
damental tasks to enterprises, the most important of which
is the most effective human resources using, where one of
the main tools is the competence approach. Accelerating
changes in the environment, new business needs and op-
portunities emergence, changing consumer positions, the
development of information technology and changing the
role of human resources are aimed at developing a long-
term and competitive enterprise HR strategy. Building an
employee soft skills profile with the help of complex auto-
mated diagnostics will allow you to visually make the tra-
jectory of an employee’s personal development. Employee
competencies’ coordination with labor functionality in the
strategic perspective will contribute to meeting the enter-
prise’s needs and will directly affect productivity growth
and increase the HR system efficiency.

One of'the costly procedures in the traditional approach
to human resource management is the personnel compe-
tence assessment, both at the recruitment stage and within
the framework of the current competence assessment. Data
processing and results interpretation take a large part of the
time. Building an employee profile using the automated
methodology proposed in the study framework makes it
possible to eliminate this problem.

The employee competencies are dynamic, therefore,
amenable to development. So, it is necessary for the or-
ganization to constantly update an employee data. Our in-
tegrated methodology for evaluating the soft skills of an
employee’s profile allows you to understand the vector of
development of certain competencies, which in the future
will lead to organizational values with employee values’

synchronization both from the employment moment and
in the process of work.

The main strategic resource of the enterprise and the
basis of its competitiveness are the organization’s person-
nel. The effective personnel competencies using are largely
ensured by the development of a measures’ system aimed
at increasing the level of labor productivity. The main la-
bor productivity management goal at the enterprise is to
find and implement possible reserves for its growth while
ensuring a high level of employment. The social effective-
ness of developing soft skills of an employee’s profile is
manifested in the possibility of achieving socially positive
changes in labor activity indicators. The application’s pos-
itive results of the developed methodology include: the
development of personal and professional competencies
of staff; the creation of a certain degree of freedom and
independence (the ability to make decisions, determine
the methodology of tasks, the intensity of activities, etc.);
maintaining a favorable socio-psychological climate.

Automated diagnostics of employee’s profile soft skills
can be used as a self-sufficient product in HR procedures,
as a tool for harmonizing the key competencies of an enter-
prise and the competencies of its employees.

An individual approach to learning as a global trend
increases the value of building individual educational tra-
jectories. In the education system, the results of the study
can be used to identify the strengths and weaknesses of
students in the construction of individual educational tra-
jectories. These educational trajectories can be formed by
superimposing profiles of highly qualified representatives
of advanced enterprises in the region and profiles of stu-
dents in the relevant areas of training. Thus, educational
institutions will be able to train highly qualified personnel
within the framework of orientation to the values of the
market and the values of students with the formation of
individual educational trajectories.

6.2 Limitations and future research

According to the authors, the approbation of the study
results on 115 respondents is a key limiting factor in their
assessment and the generalized conclusions’ formation.
Therefore, as noted earlier, the conclusions formed are
preliminary. The complex methodology was verified on re-
spondents from four fields of knowledge. The pilot model
launch of automated diagnostics has shown good results in
determining the leading competencies of their represent-
atives and consistency with the research of the scientific
community.

This limitation is easily resolved by conducting further
research on the automated diagnostics testing on a larger
number of respondents who are representatives of a wide
range of fields of science and technology, as well as an
additional analysis of world research on soft skills that
are in demand in a particular field. It will be possible to
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completely resolve it when launching diagnostics in real
production practices. In other words, it is required to im-
plement the introduction of a diagnostic tool as an element
of the human resource management system of enterprises
in various industries.

Based on the data obtained, researchers can conclude
about the suitability of the formed models of representa-
tives’ soft skills profiles of various fields of science and
technology and their use as standard for building soft skills
profiles of certain professions.

This study does not consider the cost component of
such system introduction, its maintenance and use in the
current enterprise management system, which again re-
quires the use of research results in production practice.
Based on the research results, it will be possible to make a
conclusion about reducing the costs of enterprise’s form-
ing and supporting the human resource management sys-
tem, as well as to suggest further directions for improving
the study results.

To increase the developed soft skills profile’s adapt-
ability for specific organizations, it is possible to continue
the research within the integrating soft skills’ framework
in demand in the labor market and soft skills based on the
company organizational values.

The developed methodology, as well as the automat-
ed soft skills profile diagnostic system, are the first stage
of research work and require further development to the
adaptive management system of the organization using
artificial intelligence. The developed intellectual guide is
a software module which based on the characteristics of
the employee’s and an organization’s profiles. It compares
their values and using the artificial intelligence, determines
the educational trajectory and offers tasks for its develop-
ment, taking into account the ways in which the employee
perceives information. The development of new compe-
tencies will lead to the expansion of the employee’s profile
and the ability to perform new tasks in the area of interest,
thereby obtaining a high-quality result. The organization,
in turn, will receive new opportunities for development in
the market and rapid adaptation to changing conditions.
Thus, by investing in the employees’ development, the or-
ganization receives T-shaped specialists with a proactive
position and capable of self-organization. It directly leads
to the potentials’ realization of both the employee and the
organization.
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Kompetencni profil zaposlenega za prilagodljivo upravljanje organizacije

Ozadje in namen: Zaposleni so s svojim znanjem, veS&inami in vrednotami povezovalni ¢len med globokimi organi-
zacijskimi transformacijami in novimi tehnologijami. V zvezi s tem sistem upravljanja s ¢loveskimi viri potrebuje nove
pristope in orodja za diagnostiko, usposabljanje in razvoj kadrov, ki temeljijo na sinhronizaciji organizacije in vrednot
zaposlenih. Cilj Studije je razviti celovito metodologijo za izgradnjo profila mehkih ves&in zaposlenega za oblikovanje
personalizirane izobraZevalne poti in oblikovanje prilagodljivega sistema vodenja.

Metodologija: Uporabili smo je pristop k oblikovanju profila mehkih ves¢in z oddajanjem opisa vedenjskih kazalni-
kov osebnosti v dejanske nadstrokovne kompetence. Izvedli smo modeliranje in avtomatizacija mehkih vescin profila
zaposlenih. Za oceno razvite metodologije smo uporabili statisticno analizo in empiri¢no potrditev. V diagnostiki je
sodelovalo 115 anketirancev z razlicnih podrocij znanosti in tehnologije z univerze Reshetnev.

Rezultati: Rezultati kaZejo, da je predlagana kompleksna avtomatizirana osebnostna diagnostika veljavna. Omogo-
Ca vizualizacijo profila mehkih ve&¢in, dolocitev stopnje izraZanja kompetenc in prepoznavanje smeri individualnega
razvoja zaposlenega.

Zakljuéek: Studija ponuja celovito integrirano metodologijo, ki omogo&a oceno stopnje oblikovanja mehkih vesgin
predstavnikov razlicnih podrocij dejavnosti. Zakljuc¢ke Studije je mogoce uporabiti tako v izobrazevalnem okolju za
oblikovanje izobraZzevalnega ekosistema v skladu z zahtevami razvoja inovativnhega gospodarstva kot v sistemu
vodenja podjetij za povecanje proizvodnega potenciala tako zaposlenih kot podjetij.

Kljucne besede: Mehke vescine, Kompetencni profil zaposlenih, IzobraZevanje in razvoj, Upravijanje s ¢loveskimi
viri
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