
Seven tips to make it easier  
for large organizations.
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Hiring for  

SOFT SKILLS  
is hard work.



It’s no secret that soft 
skills are important. 
CEOs and hiring managers across industries agree that 
behavioral and cognitive skills like creativity, persuasion, 
collaboration, adaptability, and problem-solving are crucial in 
the modern workplace. Yet in a company with thousands of 
employees, the need for soft skills is more than important — 
it’s imperative.

What exactly are these soft skills that employers seek? A wide 
array of definitions are emerging, including critical thinking, 
emotional intelligence, and communication/interpersonal 
skills — essentially, skills that are more about how people work 
than the credentials or technical skills that they possess to be 
successful in business. Another new term emerging is “social-
emotional learning” as a skill needed in the workplace — 
defined as a process that people “acquire and effectively apply 
the knowledge, attitudes, and skills necessary to understand 
and manage emotions, set and achieve positive goals, feel 
and show empathy for others, establish and maintain positive 
relationships, and make responsible decisions.” The 
reason these soft skills are so highly sought after 
is that the business landscape is changing at 
such a rapid pace, employers need talented 
people who can easily adapt, work in agile 
teams, and have the resilience to persist in a 
climate of high change and uncertainty.

https://casel.org/what-is-sel/
https://casel.org/what-is-sel/


Large enterprise organizations often have complex networks 
of teams, where your employees must collaborate across 
departments and divisions and use a high degree of self-
initiative to get things done. Employees at large companies 
also have more opportunities to make upward or lateral career 
moves through promotions, transfers, or even job rotation 
programs. A new hire may come in with a focus on certain 
technical skills and only a few years later find themselves 
leading a team, working in a completely new business unit, or 
having to re-learn a whole new set of hard skills.

Finally, having thousands of employees representing your 
brand means increased risk and more complicated cultural 
dynamics. You want to make sure you’re hiring people who 
have the skills they need to handle adversity, create a positive 
culture, deliver great customer experiences, and be a great 
example of your company values.

As a talent leader at a large company, you need to gather deep 
insights to understand how each candidate works with others, 
handles stress, thinks under pressure, and overcomes difficult 
problems. But with the hundreds of hires you make every year, 
you also need to do this quickly and efficiently. Since soft skills 
are often more difficult to identify and measure, it’s important 
to find the right approach to make it as easy and accurate 
as possible. To get started, take a look at these seven tips to 
help you weave a focus on soft skills throughout your hiring 
process — and ensure you’re getting the people to drive your 
business’s long-term success.



Identify the soft skills 
that matter most.
Figure out which soft skills are most important to 
your organization. Think about your cultural values 
and the skills embodied by your best employees. 
Talk to your hiring managers about what they look 
for when they’re building a team. Discover what 
behaviors make those teams work — and fail. You 
can even take a look at competitors’ job descriptions 
or companies that you aspire to emulate to see 
how certain roles are being positioned, and rely 
on experts who’ve already done the legwork of 
researching job-specific behaviors. 

Learn more about hiring for soft skills:  
www.skillsurvey.com/hiring-for-soft-skills-everything-you-need-to-know/

https://www.skillsurvey.com/hiring-for-soft-skills-everything-you-need-to-know/


Use job descriptions  
to communicate 
required soft skills.
Hiring managers tend to think first about 
whether a candidate has the requisite hard 
skills. Yes, they’re important, but 67% of 
HR managers say they’d hire a candidate 
with strong soft skills even if hard skills 
were lacking. Make soft skills required and 
detail what you’re looking for in posted job 
descriptions. Avoid generalities and consider 
how soft skills are needed within a specific job 
role. For example, does your customer-service 
representative need to be “outgoing” or 
does that representative need to be “a good 
problem-solver who can thoroughly explain 
your products to a customer.” 

To learn more, read this blog post:  
www.skillsurvey.com/ 
soft-skills-3-hard-truths-hiring-organizations/

https://www.skillsurvey.com/soft-skills-3-hard-truths-hiring-organizations/
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Include high-priority 
soft skills in recruitment 
campaign messaging.
Don’t stop with job descriptions. Communicate soft 
skills wherever and however you can. HR can make an 
impact on recruitment campaigns. And you can also 
work with marketing or your brand officer to make 
sure the soft skills your organization has prioritized 
get incorporated into ads, website copy, and more. 
These assets are the first-place good candidates go  
to learn more about your company. Use them.



Adjust your targeting 
techniques to look  
for candidates with  
soft skills. 
Use your recruiting technology to target 
keywords related to your top soft skills. Look 
at job roles and experience types that might 
require those skills, even if they’re different 
from the particular role you’re hiring for. Set 
notifications for applications that have those 
skills listed and prioritize those candidates.



Source talent from 
places known for 
cultivating soft skills.
Companies that value soft skills are getting 
a lot of press these days. It’s worth figuring 
out who has an organizational culture similar 
to yours and who prioritizes soft skills during 
the hiring process. Some in academia, such 
as the Washington, D.C.-based non-partisan 
group Aspen Institute, are recommending 
holistic learning that includes cognitive, 
emotional, and social skills. Colleges and 
universities are increasingly partnering 
with the business community and shaping 
curriculum around technical and soft skills. 
One example, is SkillSurvey Career Readiness 
launched with The NACE Center for Career 
Development and Talent Acquisition together 
with more than 100 founding member 
institutions. The solution helps institutions 
measure and verify student competencies. 
Explore the institutions, businesses and online 
communities where the soft skills you value 
are put into practice. 

Learn more about our Career Readiness solution:  
www.skillsurvey.com/career-readiness/

https://www.gse.harvard.edu/news/uk/19/01/teaching-social-and-emotional-skills-all-day
https://www.skillsurvey.com/career-readiness/


Prioritize soft skills in 
the selection process.
Review cover letters, resumes, and CVs for 
examples of soft skills in action. Practice 
behavior-based interviewing to uncover a 
candidate’s past performance and behaviors 
— the single most predictive factor of success. 
Update the rubrics you use to evaluate 
candidates and ask references to include specific 
insights into their soft skills. To avoid bias, 
institute a matrix to ensure that the skills of each 
candidate are transparent to decision-makers.

Test your knowledge with our interactive e-book:  
www.skillsurvey.com/resource/ 
hiring-for-soft-skills-ebook/

https://www.skillsurvey.com/resource/hiring-for-soft-skills-ebook/


Make soft skills a part 
of your organization’s 
learning and development 
programs.
Teaching soft skills is notoriously difficult —  
we tend to believe a candidate either has 
them or doesn’t. But innovative companies 
are working hard to identify the specific 
soft skills that are required for success 
and cultivating them in their employees. 
Especially as new generations of workers, 
who often use soft skills differently than 
previous generations, enter the job market, 
organizations will need to find ways to develop  
their soft skills with relevant onboarding, mentoring,  
and performance management programs.



At SkillSurvey, we believe talent determines the success or failure of every business. With the 
best people in the right positions, your company can achieve amazing things. That’s why we 
make it quick and easy to get meaningful, predictive insights on a candidate’s soft skills and 
past performance from their references — and infuse those insights across your talent stack. 

See how SkillSurvey Reference® can help you find the best talent for your organization.

Want to learn more? 
Visit us at www.skillsurvey.com. 

SkillSurvey®, SkillSurvey Reference®, SkillSurvey Source®, and Pre-Hire 360® are registered trademarks of SkillSurvey Inc. SkillSurvey Reference is a patented solution. For more information see www.skillsurvey.com/patents.
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