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Abstract

The modern workplace is evolving rapidly due to artificial intelligence (Al), automation, emerging technologies, and global
collaboration. Technical or hard skills remain essential, yet on their own they are not sufficient for lasting career success.
This paper examines the literature in the source document to highlight the value of soft skills, also known as power skills,
for graduate employability, career advancement, and workplace performance. The paper centers on employer expectations,
how candidates showcase soft skills on resumes, the function of performance appraisal, and the significance of emotional
intelligence. The reviewed research indicates that fundamental human skills like communication, teamwork, logical
reasoning, adaptability, and problem-solving provide a crucial foundation for technical skills. Studies on technical resumes
also reveal an articulation gap: many soft skills appear through descriptions of real experiences rather than through plain
skill keywords. This can pose challenges when recruitment systems rely heavily on keyword matching. The paper contends
that universities should equip students to develop and clearly demonstrate soft skills, employers should evaluate these skills
fairly, and job seekers should use real examples to showcase their abilities. In the era of Al, soft skills emerge as a key
human advantage since they underpin judgment, communication, collaboration, learning, and the responsible use of
technology.
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performance.

1. Introduction

The job market is undergoing changes at a pace that is faster than what was seen in previous eras. Graduates today step into
workplaces where technology, artificial intelligence, automation, and collaboration across international teams have become
commonplace. Academic qualifications and technical knowledge remain important, since employers continue to need
individuals who understand the technical demands associated with a particular job. Even so, possessing technical knowledge
by itself does not ensure that a graduate will secure a job, perform effectively in that role, or advance over the course of a
career. Employees must also be able to communicate clearly, collaborate with a variety of people, solve problems, manage
their own time, adjust to change, and conduct themselves in a responsible manner.

The Review draws attention to a graduate employability gap that persists. Even though numerous technical sectors have
positions waiting to be filled, employers frequently point to weaknesses in English communication, critical thinking,
problem-solving, and interpersonal collaboration as the reasons why certain candidates are deemed unsuitable. A further
significant concern involves the gap between how graduates perceive their own abilities and how employers assess those
same abilities.This discrepancy indicates that students may require additional opportunities to practice workplace skills and
to develop an understanding of how employers evaluate those skills.
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Acrtificial intelligence makes this matter even more significant. Al tools can support many routine technical tasks, such as
coding and data processing. As a result, people need to contribute added value through skills grounded in human judgment,
communication, teamwork, leadership, and an understanding of other people. Such skills enable employees to make
effective use of technology rather than merely relying on it.

The aim of this paper is to offer a synthesis, written in simple language, of the research review contained in the source or
references. It describes what soft skills are, the reasons employers value them, the ways candidates convey them on resumes,
and how soft skills shape career development along with performance in the workplace.

2. Understanding Hard Skills and Soft Skills

Hard skills refer to technical abilities that are directly tied to a specific job role or a particular field of study. Because of
their nature, they tend to be much easier to teach and to measure accurately. Common examples include programming in
Python, data engineering, and various laboratory techniques. For a graduate, having these skills may be necessary to qualify
for a technical position.

Soft skills, by contrast, are quite different. They are non-technical abilities that shape how a person communicates,
collaborates with others, handles various situations, and goes about solving problems. Some examples are communication,
emotional intelligence, empathy, adaptability, time management, teamwork, leadership, and ethical decision-making.

Soft skills are occasionally referred to as 'power skills', since they have the potential to influence many different parts of
working life. They enable employees to build trust, cooperate with colleagues, communicate effectively with managers and
customers, work through problems, and adapt whenever work conditions change. The term power skills also highlight the
idea that these abilities should not be regarded as any less important than technical skills.

Skill Area Simple Meaning Examples

Communication S_harmg ideas clearly and Speak_lng, active listening, public
listening to others speaking

Critical Thinking and Problem Understanding information and Analysis, logical reasoning,

Solving making sensible decisions decision-making

Leadership and Mentoring Guiding and supporting other Motlvajung, delegating,
people mentoring

Teamwork and Adaptability W_orkl_ng with others and Coll_al?qratlon, empathy,
adjusting to change flexibility, cultural awareness

3. Why Soft Skills Matter in the Age of Al

3.1 Soft Skills as the Foundation of Technical Skills

According to the review, professional skills were described as having a structure that is 'nested' in nature. Skills that serve
as the foundation, including reading comprehension, oral expression, teamwork, and logical reasoning, make up the base of
human capital. On top of this foundation are built specialized technical skills, such as coding and machine learning. This
finding carries real weight, because someone might know how to operate a technical tool and still find it difficult to apply
that knowledge in an actual workplace setting. Take, for instance, an employee with strong technical abilities who may need
to explain a complicated result to a manager, coordinate with colleagues, grasp the nature of a customer's problem, or
determine which solution fits best. Communication, reasoning, teamwork, and judgment are all required to carry out these
tasks. What this indicates is that technical expertise tends to become more valuable when it rests on a solid base of strong
human abilities.
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Al is also shifting the balance that exists between technical skills and human skills. Certain routine coding and data
transformation tasks can be carried out by automated tools. Even so, people still needed to determine which problem ought
to be solved, to verify whether a result produced by Al is appropriate, to communicate that result, and to grasp how it affects
other people. As a result, the rise of Al does not eliminate the need for soft skills. On the contrary, it may heighten the
importance of the skills that technology cannot readily replace, including judgment, communication, collaboration, and
critical thinking

3.2 The Graduate Employability Gap

Employability refers to possessing the knowledge, skills, attitudes, and abilities that are required in order to secure and keep
a job and to build a career over time. The research indicates that employers do not focus solely on academic qualifications
when assessing candidates. Beyond qualifications, they also take into account how candidates communicate, how they
approach and solve problems, how they function within teams, and how they respond to situations that arise in the
workplace.

The employability gap tends to emerge when graduates have acquired technical knowledge but have had only limited
chances to put real workplace behavior into practice. For instance, a student might understand the theory behind teamwork
yet still be unsure how to settle a disagreement within a group. In the same way, a student may grasp a technical subject
well but struggle to explain that subject clearly to someone without a technical background.

This is precisely why higher education institutions have such an important role to play. Students benefit from practical
activities, including group projects, presentations, discussions, problem-solving exercises, leadership opportunities, and
constructive feedback. Activities of this kind can help students build soft skills and grow more confident in demonstrating
those skills to others.

4. Employer Demand and Candidate Self-Presentation

Employers might place real value on soft skills, but at the same time candidates need to demonstrate concrete evidence that
they actually possess those skills. A resume is often one of the very first places where an employer gets a glimpse of what
a candidate is capable of doing. Nevertheless, review points out a problem in the way soft skills tend to be presented within
technical resumes.

4.1 The Resume Articulation Gap

A recent study of professional CVs for technology-focused positions sheds light on a significant problem in the way soft
skills are presented and acknowledged throughout the hiring process. According to the review, soft skills tend to surface
much more frequently in narrative accounts of professional experience than in clearly stated keyword lists. This suggests
that applicants often convey their interpersonal and leadership abilities by describing their actions, their contributions, and
the results they delivered, instead of merely naming a specific skill. For instance, rather than putting “leadership” in a skills
section, an applicant might explain how they brought a project team together, supported junior colleagues, worked through
difficulties. Evidence of this kind is richer and more convincing, since it shows a skill being put to use in an actual workplace
setting. Through the narrative, a recruiter can grasp not just which skill the applicant claims to have, but also the way that
ability was put into practice.

The research reveal that certain key soft skills rely especially heavily on narrative evidence. Competencies including
coaching, coordination, mentoring, presentation, and leadership were mostly conveyed by recounting professional
experiences. By contrast, skills like communication and adaptability appeared more often as plainly stated keywords. This
disparity shows that soft skills are not represented in CVs according to any single, consistent pattern. The study further
highlights a gap in articulation between what applicants express and what automated hiring systems can actually detect. An
applicant might make a particular competency abundantly clear in a well-crafted achievement or experience statement, and
yet an Applicant Tracking System (ATS) built largely around keyword matching could still miss it. As a result, a resume
may hold ample proof of leadership, mentoring, coaching, coordination, or presentation strengths without those abilities
being fully registered during automated screening. This carries significant consequences for applicants and employers alike.
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Applicants ought not to depend solely on skill lists; rather, they should pair relevant keywords with concrete, experience-
based narratives showing how those skills were used and what outcomes they yielded. Likewise, employers should keep in
mind the shortcomings of screening methods driven purely by keywords when they assess soft skills.

On the whole, the results imply that soft skills are frequently better shown than stated. Sound recruitment thus calls for a
balanced method that weighs both explicit competency keywords and the contextual proof found in professional narratives.
This helps lower the chance of passing over capable applicants whose greatest strengths come through in their experiences
rather than in standard skill lists.

4.2 Soft Skills and Professional Seniority

As employees move forward in their careers, the connection between soft skills and professional seniority grows ever more
apparent. Research drawing on resumes shows that language tied to leadership shows up more often in the profiles of
seasoned professionals than in those of less experienced staff. This points to leadership being linked not just to formal
managerial roles, but also emerging as a key professional capability that develops through greater experience and
responsibility. With career advancement, roles typically stretch past the completion of individual tasks. They may take on
duties such as steering colleagues, aligning activities, aiding decision-making, handling stakeholders, and adding to wider
team goals. As a result, their professional profiles usually carry stronger signs of leadership ability.

A notable discovery is that the rise in leadership language does not come at the cost of collaborative skills. Rather, leadership
tends to emerge side by side with communication, collaboration, mentoring, and coordination. This offers a fuller picture
of what effective leadership actually means in the workplace. So leadership is not merely a matter of handing out tasks,
issuing directives, or wielding authority. More and more, it calls for the capacity to work alongside people, sway others,
nurture talent, and reach shared results. The results further indicate that professional seniority alters what kind of soft skills
are expected. Those early in their careers may be judged mainly on how well they carry out assigned duties, communicate
with coworkers, and adjust to workplace demands. As experience accumulates, expectations shift toward leading others,
untangling complex situations, fostering collaboration, and adding to team and organizational success. This shift carries
significant consequences for employees and employers alike. Professionals aiming for career advancement ought to show
leadership not just as a claimed competency, but through concrete instances of mentoring, coordination, collaboration,
communication, and team contribution. Employers, for their part, should acknowledge that leadership potential can surface
through collaborative behaviours even when someone holds no formal leadership title.

On the whole, professional growth seems to entail a movement from individual contribution toward collective influence.
With greater experience, successful professionals are expected to pair technical expertise with the capacity to engage, guide,
support, and influence others. Therefore, leadership and collaboration ought to be seen as complementary soft skills that
reinforce one another and grow ever more vital as professionals advance toward senior and managerial duties.

5. Soft Skills and Career Development

5.1 The Role of Performance Appraisal

Soft skills can play a major role in advancing an employee's career, yet having strong interpersonal or leadership abilities
on their own does not automatically secure a promotion. Companies need effective ways to observe, assess, and
acknowledge how employees put these abilities to use at work. Performance appraisal acts as a crucial bridge connecting
individual capabilities with career advancement. In their everyday tasks, employees might display strong communication,
teamwork, adaptability, problem-solving, leadership, or interpersonal skills. Even so, managers must be able to see these
competencies, and the organization's evaluation process needs to reflect them properly. A carefully designed performance
appraisal system helps turn these behavioural strengths into performance outcomes that are formally recognized.

As aresult, the link between soft skills and career development carries more weight when performance evaluation is taken
into account. In reality, an employee might have outstanding soft skills, yet career progression hinges partly on whether
these capabilities are noticed, evaluated, and tied to measurable contributions. Performance appraisal offers a structured
setting in which managers can spot strengths, talk through areas for development, give feedback, and make well-informed
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choices about growth opportunities. This underscores how important it is to have appraisal systems that are fair, transparent,
and grounded in evidence. If appraisal processes are vague or applied unevenly, valuable contributions from employees can
go unrecognized. On the other hand, when organizations evaluate both results and the behaviours that make those results
possible, employees gain greater recognition for their wider contribution.

Performance appraisal, then, can be seen not merely as a yearly administrative routine but as a mechanism for career
development. It builds a bridge between what employees are able to do and the opportunities they are given within the
organization. All in all, effective career progression calls for more than just having soft skills. It calls for a workplace where
those skills are shown, noticed, assessed, acknowledged, and turned into meaningful career opportunities.

5.2 Emotional Intelligence and Employee Performance

Emotional intelligence stands out as a key element of soft skills, shaping the way people perceive, regulate, and react to
emotions at work. It encompasses awareness of one's own feelings, sensitivity to the emotions of others, regulation of
emotional responses, and the cultivation of sound professional relationships. Beyond shaping individual conduct, emotional
intelligence can significantly affect teamwork, communication, job satisfaction, and the overall effectiveness of an
organization. Those with well-developed emotional intelligence tend to be better prepared to cope with workplace stress
and to react constructively when situations prove difficult. Such individuals are able to pick up on emotional signals, listen
attentively, appreciate differing viewpoints, and express their ideas suitably. These capabilities prove especially useful when
disagreements, criticism, heavy workloads, or interpersonal difficulties arise.

Within collaborative settings, emotional intelligence can assist employees in fostering trust and sustaining positive working
relationships. For instance, when team members hold contrasting views, an emotionally intelligent employee is more
inclined to stay composed, consider opposing opinions, and concentrate on reaching a constructive resolution instead of
responding on impulse. In the same way, when conversations are difficult, being able to see things from the other person's
point of view can lessen needless conflict and foster cooperation. Effective leadership is likewise tied closely to emotional
intelligence. Leaders who are attuned to their own emotions and aware of their teams' emotional needs are able to offer
stronger support, resolve conflicts more skillfully, and foster a setting in which employees feel valued and heard. This can
boost employee engagement and help build more robust team relationships.

The wider importance of emotional intelligence rests on how it links individual conduct to organizational results. When
employees regulate their emotions well and engage positively with colleagues, communication and collaboration tend to
improve, which may in turn lead to greater job satisfaction and productivity. On the whole, emotional intelligence ought
not to be seen merely as a personal trait. It is a practical workplace skill that enables employees to cope with pressure, forge
relationships, resolve conflict, communicate well, and make positive contributions to team and organizational performance.

6. Practical Implications
The findings of the reviewed studies have implications for three main groups: educational institutions, employers, and
students or job seekers.

6.1 Recommendations for Universities and Colleges

Soft-skill development ought to be woven into standard academic coursework by universities and colleges, instead of being
handled as a standalone activity. Through classroom exercises and group projects drawn from real or lifelike workplace
scenarios, students should be given ongoing chances to practice active listening, presentations, teamwork, problem-solving,
and conflict resolution. Students should also build emotional intelligence and adaptability, which will help them cope with
shifting work environments and interpersonal difficulties. Furthermore, students should learn to craft resumes that showcase
their abilities using concrete examples of leadership, collaboration, mentoring, and problem-solving, rather than merely
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cataloging their competencies. Ongoing feedback from faculty can additionally assist students in recognizing their technical
strengths, pinpointing gaps in their workplace skills, and preparing more successfully for future employment.

6.2 Recommendations for Employers and Recruiters

Employers and recruiters should adopt a broader approach to evaluating candidates rather than relying solely on exact
keywords during resume screening. Experience descriptions should be carefully considered for evidence of teamwork,
leadership, coordination, mentoring, communication, and problem-solving abilities. Organizations should also establish fair,
transparent, and consistent criteria for assessing soft skills during performance reviews. Employees should be provided with
regular opportunities to strengthen communication, leadership, emotional intelligence, teamwork, and other workplace
capabilities. At the same time, organizations should recognize that technical expertise alone may not be sufficient to create
sustained business value; effective communication, collaboration, relationship management, and the ability to work
successfully with others are equally important for individual and organizational performance.

6.3 Recommendations for Students and Job Seekers

Students and job seekers should develop technical expertise and soft skills together, as both are essential for long-term
career success. Instead of simply listing soft skills as keywords on a resume, candidates should demonstrate them through
real examples that explain what they did, how they collaborated with others, and what results they achieved. They should
also develop the ability to explain technical concepts in simple and understandable language, particularly when
communicating with non-technical audiences. Skills such as communication, teamwork, adaptability, critical thinking,
problem-solving, and emotional intelligence can be strengthened through academic projects, internships, extracurricular
activities, and workplace experiences. Most importantly, soft-skill development should continue even after entering the
workforce, as career growth requires continuous learning, adaptability, and the ability to work effectively with people in
changing professional environments. Develop technical skills and soft skills together.

7. Discussion

The literature examined in the source document conveys an unambiguous point: soft skills and technical skills ought not to
be regarded as rival groups. They complement one another. Technical skills give individuals the capacity to carry out
specialized tasks, whereas soft skills enable them to apply those technical abilities successfully in real-world situations. The
age of Al renders this pairing even more essential. As technology grows more capable of handling routine tasks, the human
dimension of work stands out more clearly. Individuals must determine what to ask of technology, assess how good its
outputs are, convey those outputs, appreciate differing perspectives, and accept accountability for decisions. The gap in how
resumes articulate skills is yet another significant concern. Applicants frequently showcase soft skills by telling stories about
their experiences, yet conventional screening systems tend to concentrate on keywords. This implies that recruitment
systems need to be carefully designed so that valuable evidence does not get overlooked. Performance appraisal matters just
as much once hiring is done. Organizations should not anticipate that soft skills will fuel career advancement unless they
establish fair methods for observing and assessing them. Transparent criteria enable employees to grasp what is expected
of them and help managers identify worthwhile contributions.

On the whole, soft skills ought to be seen as practical workplace capabilities rather than as vague personal traits.
Communication becomes evident through presentations and discussions. Teamwork becomes apparent in collaborative
projects. Leadership becomes visible through coordination and mentoring. Problem-solving becomes clear through
decisions and solutions. Emotional intelligence becomes apparent in how employees cope with pressure and manage
relationships.

8. Conclusion

Soft skills have grown into a vital component of graduate employability, career advancement, and performance in the
workplace. The research examined in the source document indicates that while technical skills continue to be essential, core
human capabilities—such as communication, teamwork, logical reasoning, adaptability, critical thinking, leadership, and
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emotional intelligence—offer a crucial foundation for applying technical knowledge effectively. In the era of Al, this
equilibrium is growing increasingly significant. Although technology can handle numerous technical tasks, humans must
still exercise judgment, communicate, collaborate, resolve problems, and grasp the human consequences of decisions.

Research on resumes likewise reveals that applicants typically convey soft skills through concrete experiences instead of
mere keywords. Since automated screening tools may rely heavily on keywords, both candidates and recruiters require
improved methods for identifying meaningful proof of soft skills. Lastly, performance appraisal can transform soft skills
into career prospects by providing organizations with a means to acknowledge and assess employee capabilities.
Universities ought to equip students with hands-on soft skills, employers should evaluate those skills equitably, and job
seekers should present them clearly using genuine examples.

To conclude, soft skills do not substitute for technical knowledge. Rather, they serve as a foundation that enables people to
apply technical knowledge effectively. Cultivating both sets of skills can make graduates more employable, assist employees
in advancing their careers, and help organizations create stronger, more adaptable workplaces.
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