
The Workplace
Reimagined by Soft Skills



We know hard times often call for drastic measures, but the 

COVID-19 pandemic may have revealed something new: the 

redeeming value of softer, smarter measures when it comes 

to the workforce. Join Talentoday in an exploration of how 

a soft skills-driven approach to workforce management 

can change talent productivity, commitment, loyalty, and 

interpersonal connections for the better.

Introduction
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In March 2021, as the worst of the pandemic spikes in the U.S. began to recede and vaccine 

campaigns were in full swing, economists and pundits predicted that most lost jobs would return 

by spring and summer, and the unemployed would go back to work in droves. That is not the story 

that unfolded as the spring and summer data of 2021 revealed. While jobs did come back, it’s the 

workers who left as opportunities exploded.

What the Pandemic Revealed About Work
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4 million Americans resigned1 in April 2021, which is a 20-year high

U.S. job openings hit 10.1 million2 in June 2021 — the highest on record

In August 2021, there were 1 million more job openings than job seekers3

55% of people in the workforce say they are likely to look for a new job in the next 12 months4

This mid-pandemic exodus revealed widespread disconnect between employers and their 

employees. Rather than defaulting to the security of a known employer and job, millions of 

workers—from salaried corporate employees to skilled hourly labor—chose to leave. According to 

the Bureau of Labor Statistics5, industries with the highest number of people quitting jobs included 

professional and business services, durable goods manufacturing, and state and local government.

Monthly Resignations



For many workers around the world, the 

flexibility to work when and where needed 

during the early months of the COVID 

pandemic opened their eyes to a better way of 

living and managing personal responsibilities. 

Many employees who were asked to return to the 

workplace or who had felt overworked in essential 

and frontline roles began looking for employers that 

would allow long-term flexibility over their schedules and 

consider their safety.

For workers with children or elderly parents to support, 

flexibility became especially important. For others, the profound losses and challenges of the 

pandemic made them reconsider their paths and place: Is this the place I want to invest my time 

and talent? Can I grow here? Is there a better fit culture for me? Can I do more? Earn more? Learn 

more?

For many workers, their priorities changed, their behaviors changed, and the way they interact with 

colleagues and managers changed.

For employers, the dramatic and unexpected loss of talent in 2021’s Great Resignation 

underscored the importance of cultivating an adaptive, flexible, diverse and culturally-aligned 

workforce able to drive and sustain business success.
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Why Leave at Such a
Risky Time?



03

In 2021, workers recognized that big change can mean big opportunities. What big opportunities 

can employers discover? A reimagination of the workplace driven by soft skills intelligence is an 

important way to revive critical workplace connections and understanding.

  

The marketplace intelligence did not predict the tremendous 2021 workplace exodus, but that 

may well be because employers were looking at hard facts: job losses, unemployment numbers, 

and economic challenges like declining government assistance. What many overlooked were the 

softer, yet essential, considerations—the personality traits, motivations, and 

behaviors—that shape why people choose employers and 

why they stay on the job.

Employers looking to build a workplace able 

to endure challenges and maintain employee 

loyalty can start with a reimagination of these five 

elements of employment:

Five Ways to Reimagine the Workplace

Soft Skills IQ

Flexibility

Learning & Upskilling

Diversity Drive

Human Connection



LinkedIn has seen a 21% increase in job postings advertising skills and 
responsibilities instead of qualifications and requirements in the U.S., and the 
number of positions that don’t require a degree increased by nearly 40% in 2020 
compared to 2019.

Ryan Roslansky - LinkedIn CEO
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Soft Skills IQ
Increasing Employee Engagement Intelligence

With jobs advancing and evolving as quickly as technology today, it’s not surprising to find that 

skills-based recruiting is gaining more traction than experience or qualification-based recruitment. 

As LinkedIn’s CEO Ryan Roslansky wrote in a June 2021 Harvard Business Review10 article,

This focus on skills versus requirements is a valuable evolution that puts a clear emphasis on 

what the candidate and/or new hire can do instead of what we assume was gained via broad 

experiences, such as attending a specific university or working at a certain company.

The ROI of Soft Skills

Businesses are learning that strong soft skills, as with hard skills, will deliver valuable business 

returns. A joint Boston College, Harvard University, and University of Michigan study11 demonstrated 

that advantage by providing soft skills training to garment manufacturing workers in India. The soft 

skills training—which focused on communication, time management, financial literacy, problem-

solving, decision making and legal literacy—boosted productivity and talent retention by 12%. The 

increased performance and employee loyalty yielded a 256% return on the company’s soft skills 

training investment.

Soft Skills Ease Challenges and Crises

The rise of the COVID pandemic also revealed the importance of soft skills. Leaders, managers, 

and employees who were resilient, empathetic, and strong communicators were key to getting 

organizations through lockdowns and operational transformations that changed how business 

worked. Not surprisingly, resilience was named the number one skill U.S., Canadian, French and 

New Zealand-based employers are looking to build in the LinkedIn 2021 Workplace Learning 

Report.12
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Soft skills are also a window into what matters to a person, from their motivations to the elements 

that shape their behaviors and personalities. That knowledge not only helps businesses guide 

talent in the workplace on the job, but it can also help managers better support and leverage 

employees and their soft skills in times of crisis.

What You Need to Know to Boost Your Soft Skills IQ

To identify soft skills strengths and needs across the company, within teams and for individuals, 

businesses need to create soft skills portfolios. In the same way hard skills are identified and 

inventoried, soft skills should be measured and monitored by personality, motivations, and 

behaviors.

Knowing where grit, empathy, critical thinking, ambition and other key soft skills strengths lie is 

essential for filling positions, building teams, and choosing leaders. Knowing soft skills gaps is 

equally important, which is why measuring and tracking personality, motivations, and behavioral 

factors can transform soft skills IQ, reimagining a more robust way to build an adaptive, diverse 

and culturally aligned workforce that is more inclined to stay for the long term, contribute, and grow 

alongside the business.

Personality Radar from Talentoday’s
MyPrint Soft Skills Assessment



96% of employees say they need 
workplace flexibility, but only 

47% say they are meeting those 
needs.13

54% of employees worldwide would 
consider leaving their job when the 

pandemic ends if they are not given some 
flexibility in where and when they work.14

39% of U.S. adults said they’d 
consider quitting if their employers 

did not allow them to work from 
home at least some of the time.15

06

Redefine Flexibility
Customizing the Way We Work

Another revelation of the pandemic was how lockdowns and workplace changes affected people. From 

working parents and new hires who never saw the inside of a workplace, to essential workers who never 

left, everyone had a different experience and unique difficulties. All of that requires great flexibility and 

employers who are willing to meet their employees where they are at. A one-size-fits-all solution doesn’t 

work in a pandemic, and employers are learning that it isn’t working in the Great Resignation either.

Flexibility Cannot Conform

Rather than a one-size-fits-all flexibility definition and solution, businesses can and should reimagine 

workplace flexibility as something that can scale and morph alongside the employee’s life and workplace 

goals. Learning what motivates them through soft skills analytics can help managers and businesses 

determine how and where to be flexible in ways that work best for their work style and needs. It’s a way of 

targeting flexibility based on the employee’s profile.

For example, if a worker’s motivational profile reveals they are low on autonomy, a work-from-home 

solution may not have great results, even if the employee is asking for it. It’s worth digging into further to 

understand what might hold an employee back in a remote role. Managers would need to find ways to 

deliver scheduling flexibility while also providing the collaborative approach that best suits their soft skills 

strengths. On the other hand, employees who score high on self-reliance could be candidates for partial or 

full-time work-from-home roles and self-driven scheduling.

One way to optimize flexibility is to use soft skill insights to explore how employees work best. When will 

they thrive on their own and when will they need support? With that insight, the business can empower 

managers to determine how to meet employees where they are at.

Flexibility or Bust
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Learning and Upskilling
Maximizing Talent Potential 

Employees want to gain skills and grow in their work and opportunities. It’s something they look for in 

employers. When it’s missing, it’s a notable gap that sends many of them job hunting. According to the 

LinkedIn Workplace Learning Report16, “94% of employees say that they would stay at a company longer if 

it invested in their career development.”

Reimagining learning through the lens of soft skills development can help employers identify and maximize 

each employee’s growth potential. Soft skills analysis is a way to identify what kind of learner an employee 

is and how to provide training and knowledge that will stick based on how they learn best. Talentoday 

defines learning styles as the processes that an individual uses to develop skills or knowledge and places 

them into four categories.

The Four Learning Styles

Learning Style
Studious

Character Traits
Orderly, Need for

Intrinsic Enjoyment

How They Learn Best
Like to learn things that 
they find interesting and 
prefer learning through 

methods that allow 
time to reflect and go at 
their own pace, such as 

reading books or articles.

Learning Style
Sequential

Character Traits
Orderly, Need for External 

Acknowledgment

How They Learn Best

Learning Style
Conceptual

Character Traits
Spontaneous, Need for

Intrinsic Enjoyment

How They Learn Best
Like to learn things for 

fun and do not need 
structure, but rather 
will feel like they’ve 
mastered a topic 

once they know its full 
context.

Learning Style
Experimental

Character Traits
Spontaneous, Need for

External Acknowledgment

How They Learn Best
Tend to be intuitive and 

learn best through group 
interactions where they 
seek positive feedback 

while testing new 
knowledge or skills on 

others.

Structured and 
learn best in a 

lesson format, with 
clear goals and 

positive feedback 
validating their 

progress.

By identifying which of the four learning styles best suits an employee through their soft skills profile, 

training can be adapted to support maximum effectiveness. The one-size-fits-all approach, as with 

flexibility, will only deliver a sliver of the results both employers and employees want from development 

programs. An approach customized to employee capabilities and learning style means better training and 

higher retention from employees who are growing in their work.
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Diversity Drive
Pressing Forward with Essential Change

Reimagining the workforce for greater productivity and performance for today and tomorrow takes more 

than good intentions around diversity; it takes a concentrated diversity drive. McKinsey’s 2020 research 

report, “Diversity Wins: How Inclusion Matters,”17 found that diversity is a substantial business advantage. 

The work revealed that the most culturally and ethnically diverse companies outperformed the least 

diverse businesses by 36%.

Even more telling, diversity is important to the majority of job seekers and employees. A December 2020 

survey from Living Corporate and Survey Monkey revealed that “79% of jobseekers say it is important that 

they work for a place that hires people from diverse backgrounds, with greater proportions among women 

and persons of color.”18

To substantially increase diversity, good intentions 

and window dressing statements are not enough. 

Driving transformative workforce change that will 

result in the successful hiring and retention of more 

diverse talent requires a multi-dimensional, active, 

all-in effort that includes the following elements:

Leaders Who Care

Big gains in diversity require participation from 

everyone in the company. Who does that mean? 

Absolutely everyone, from staff to hiring managers 

to HR to business executives, plays a role in 

encouraging workforce diversification. But buy-in 

starts at the top. Leaders who champion diversity 

and hold their teams accountable for making 

workforce changes are making it a priority for the 

entire organization. Their commitment also has a 

powerful ripple effect, making diversity a top-level 

agenda item for everyone.
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Unbiased Soft Skills Assessments

Technology and science done well can yield unbiased soft skills assessments that can help in getting 

to the heart of a candidate or employee’s workplace compatibility and potential. The best of these 

assessments neutralize human biases that can influence other key forms of talent review, such as referrals 

and interviews, and allow decision makers to focus on soft skills and team structure. However, technology 

selection matters as well. Algorithms and UX are effective in supporting diversity efforts if the added work 

has been done to ensure human biases have not shaped the data and decision-making behind them. 

Analyzing and choosing the right assessment takes time to ensure they can deliver on diversity as well as 

automate, collate and report.

Rubric-Based Candidate Scoring

Another way to eliminate unconscious bias is to take out the “gut instinct” element. A reliable scoring 

system or rubric gives recruiters, hiring managers and team members a way to score candidate strengths 

and weaknesses without defaulting to unregulated 

feelings and intuition.

Diversity-Driven Recruiters

Recruiters should be trained to look for

biased-driven recruiting and hiring practices and 

empowered to push back. For example, hiring 

managers who only want to recruit from one 

source, such as an alma mater or local association, 

should be encouraged to expand their horizons and 

curb any habits limiting the candidate pool.



Leveraging Diversity of Thought
Embracing diversity of thought to naturally build upon diversity goals. This requires analysis of soft skills 

(personality, motivations, and behaviors) to build teams that can think and work differently together.

Starting with the C-Suite
Ensuring DEI is a C-level led initiative so the whole company understands its importance. Some

businesses even consider tying diversity targets to executive compensation and benefits.

Publicizing the Strategy & Goals
Broadcasting and clarifying company diversity goals (not just values but actual, measurable objectives) 

inside and outside the business to hold the organization accountable. 

Quantifying Results
Setting and broadcasting goals are only 25% of the job. The real work comes next and measuring

progress is key to ensuring diversity efforts have plenty of forward momentum.

Thanks to the following business leaders for sharing these strategies in the panel discussion: Diversity, Equity, and Inclusion: 

What Leading Organizations Are Doing:

• Thomas Sexton, Senior Director of Global Diversity - LinkedIn

• Susan Collard,  Global Strategy and Operations Director, Diversity & Inclusion - Dell

• Diana Navas-Rosette, Director of Strategy, Innovation, and Partnerships, Global Diversity & Inclusion  - Microsoft

• Devoreaux Walton, Diversity & Inclusion Manager - IBM
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How Leading Businesses Are Tackling Diversity

Talentoday led a panel of executives from global enterprises - Dell, IBM, LinkedIn, and Microsoft - to 

explore how big business is working on diversity. This is what we learned.

Leading businesses are tackling diversity by…

Assessing without Bias
Leveraging assessment tools to remove bias, not to reinforce or add to it. This requires getting to the 

science and data behind assessments to ensure implicit biases have not been coded into the tools.
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Human Connection
The Soft Strength that Ties People to the Job

For employers, the challenge in a world reshaped by COVID-19 is helping workers achieve greater flexibility to help 

balance life while also creating workplace connections that champion loyalty and retention. If dispersed, hybrid 

models endure, businesses need to look at long-term reimagining of human engagement inside their organizations.

What motivates individuals and teams to stay connected and how can that be encouraged on the job? Those 

insights can be found through soft skills talent analytics that assess motivations, collaboration outcomes, and soft 

skills strengths.

Motivations: What Are They? Have They Changed?

Soft skills assessments of employee motivations yield valuable data for aligning incentives and management 

styles that drive employee performance and retention. Regular checks on motivations help businesses keep track 

of shifting motivations to ensure employees are getting the feedback and encouragement that generates high 

performance and job satisfaction.

Collaboration: How Are We Teaming Up?

Building workplace bonds is essential to creating human connections that tie people to a job, their team, and their 

employer. Soft skills profiles reveal individual and team collaboration strengths and weaknesses, which can help 

teams understand each other,  fine tune their interpersonal skills, and work better together. Collaboration insights 

are also highly useful when technology-based engagements limit how people can interact and interpret social cues.

Soft Skills Strengths: How Do We Leverage Our Gifts?

Soft skills profiles are a powerful team building asset. From personality and motivations to behaviors, soft 

skills knowledge helps employers and managers design better teams with colleagues whose traits balance and 

complement each other. Teams that know their strengths are more effective, more engaged, and more connected.

How to Encourage Human Connections at Work

Build Trust - Ensure the workplace is a safe place for people to work and be themselves. Uphold high 
standards of professionalism and decency in all forms of engagement—digital or in person.

Share Strengths - Help people get to know each other’s workplace strengths and tendencies by 
sharing the results and value of soft skills data.

Welcome Feedback - Let people weigh in and ensure managers respond. Businesses that seek 
loyalty need to make engagement a two-way street.

Bring the Fun - Celebrate and make time to enjoy each other as colleagues and friends. Make space 
for employees to share the milestones that shape their lives.



A business must deliver results. It’s a hard, unmovable fact. People, on the other hand, are 

not facts or programmable robots. Their commitment and connection to achieving great 

results is something a business must nurture consistently. Here are the best ways to do it:

Final Thoughts

Increase and maintain soft skills intelligence to better know and manage talent

Offer job and schedule flexibility in thoughtful, customized ways

Maximize employee growth with learning and upskilling

Drive diversity efforts with conviction and compassion 

Build connections by focusing on soft skills profiles and strengths
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Talentoday is a science-driven people analytics provider offering simple answers to today’s biggest 

employment questions. Combining the very best of soft skill testing algorithms and predictive 

analytics, we provide the data businesses need to make the best decisions across the entire 

employment life cycle: recruitment, assessment, hiring, team building, and development. For 

individuals, we guide career growth with comprehensive, career-shaping insights into soft skill 

strengths, opportunities, and areas for growth.

Ready to put people analytics data to work for your company?

Contact us today at contact@talentoday.com

About Talentoday

https://twitter.com/Talentoday
https://www.linkedin.com/company/talentoday/
https://www.facebook.com/Talentoday
https://www.instagram.com/talentoday/
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