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The "gate" to the full benefits of working efficiently and effectively often remains closed, because of the way individuals "workout" their natural hard and soft skills as, these in turn, work through, to determine exactly how organisations work.
This is because the way we see and think over things, works from our beliefs, into our attitudes and is finally then "converted" into behaviour and action. Thinking takes place in the brain - our complex personal multi channelled "CPU" that uses both, logic/facts and emotions/feelings. With computer programs we really must check and then re-calibrate the programs parameters, if needed. For our brains it is the same; so the question to be honestly and personally answered by all people in the management process is:
How often do you positively and openly challenge your mental map parameters?
Difficult to do, maybe, for as has said; “everyone thinks of changing the world, but no one thinks of changing them self” Source: Leo Tolstoy, (Russian novelist)
With expressions like "perception is reality" and "feelings are actually facts" (at least for those who "see it that way"), then some would also say that “perception is 90% behind the eyes”. Whilst how we choose to look at things is often an unconscious habit and is therefore perhaps "automatic"; we  can however try and change how we look at things. The following shows a simple example on this.
When holding a glass of water containing 50% water and 50% air and asking a group of people what they see; some will see it as being half empty, some will see it as half full; over now to Peter Drucker:
“In mathematics there is no difference between the “glass is half full” and “the glass is half empty" 
But the meanings of these two statements are totally different" 
The meanings of the two statements relating to the half full or half empty view are positive or negative, optimistic or pessimistic. Yet the glass is mathematically and logically 50/50 water/air, but crucially, the statements made are not logical; they are complete opposites that reflect the different meanings people attach to what they see.
This also shows that our thinking comes from our own mental maps, and go on to give us our own personal predetermined actions from our currently held attitudes/beliefs/values that create our reality (and our resultant patterns of behaviour). So amongst people, these patterns will differ = "vive la difference" as the French may say.
This also simply highlights there are also different people, with difference skills (and different "make ups"), as for example, any organisation must have:
· Inspirational dreamers e.g. the CEO
· Analytical thinkers e.g. CFO
· Emotional thinkers e.g. HR
· Practical warriors e.g. COO
(After Source: Erica Ariel Fox, Winning from Within: A Breakthrough Method for Leading, Living, and Lasting Change, 2013)
It is our mind/brain that links thoughts to action, and our brain is more powerful that any "muscle power"; for example:
“Just as athletes demonstrate continuously that is the frame of mind of the athlete rather that only physical power which is the decisive factor in winning, so it is with business. But the difficulty is that, few follow the logic of their beliefs, through to a coherent and consistent philosophy, which imbues their company from top to bottom” Source: Sir John Harvey Jones
As has been noted, “As a person thinks, so they are” and “if you think you can or think you cannot, you are right”; so the way a person thinks and creates their immediate world view, determines how they work together with others. As noted above by John Harvey Jones, changing this "world-view" is difficult and will need effective leadership at all levels to influence, guide and shape the organization and its relationships with others.
Unfortunately there are still, it seems, many common management mistakes found; for example, a survey in the UK in CIPD People Management April 2015 has noted common mistakes as follows:
1. Not developing people (74%)
2. No support as too busy (69%)
3. Failure to recognise achievement (66%)
4. Withholding information (58%)
5. Reluctant to try new ideas or accept innovations from teams (53%)
I hasten to refer again to my many times mentioning of the need to get the best from people by using encouragement-support-feedback. Once again, these were clearly absent above and also again, absent in the following research:
"A third of the UK workforce is likely to leave their current employer in the next two years because of the poor relationship they have with their line manager. According to the research, a third of managers do not coach employees on how to grow in their role, and a quarter fail to accurately evaluate performance in personal development reviews. A lack of support, recognition and feedback from supervisors was cited among the top causes of stress for UK employees in the global study." Source: “One in five line managers ‘ineffective’, according to employees”; by Grace Lewis, 20 Feb 2015, CIPD e-letter
The criticisms, should challenge management thinking and create management action for example:
“The reality is that many senior executives—and by extension many organizations—aren’t nearly as self-reflective or objective about evaluating themselves as they should be. A lot of executives have a propensity to talk about the good things they’re doing, rather than, focus on applying resources to the things that aren’t what they want them to be. Only through honest self-reflection can senior executives learn to focus on the things that need improvement, learn how to close the gaps, and get to where they need to be as leaders”. Source “(Still) learning from Toyota”, Mckinsey Quarterly, February 2014
So is leadership and management more about the "soft" or the "hard" skills?
I have debated in another posting the differences between leadership and management (https://www.linkedin.com/pulse/differences-between-leaders-managers-stuart-emmett-msc-ba-hons-?trk=mp-reader-card ) and here, I would just note that both the soft and the hard skills come from people; irrespective of whether they are leaders, managers or, in other roles.
The soft skills cover the more intangible emotional things like people skills, motivation, communications etc. They are more on an art and are not directly quantifiable but when absent, will work through to impact the hard skills that have a logic that sees "that the numbers speak for themselves". Hard skills prove things "right" and are therefore more science based, whereas the soft skills are more of an art and makes sure things feel "right". However, in leadership and management we really cannot have one without other; it is the recognition of where the balance should be that creates problems, for example:
"In my view, management is not so much a science, as an art. It is an art because management consists of enlisting the freely given support of disparate groups of people at different times to achieve, by their own free will, an agreed common purpose”  Source: John Harvey-Jones
Alternatively, on the one hand “without numbers, we can understand nothing and know nothing’. (Philolaus, fifth century B.C); whilst on the other hand "not everything that can be counted counts and not everything that counts can be counted." (Albert Einstein)
For me it is of little use when people denigrate soft skills are being "soft and fluffy" when they are actually for many, very hard to do because of the need to manage differently the variability's that are found in and between different people. When people do denigrate soft skills, then it may also show they believe only the hard skills count and also that they see themselves are being a more logic orientated person. This is found especially in the western world where profits and numbers can have an overbearing strangle hold on what is done. However, it is a proven reality for me, that it is people (and soft skills) that actually create these hard profits. It is therefore not at all soft and fluffy when the soft stuff is actually the hard stuff to do and where for example, trust still remains something of a “touchy-feely” concept for many people (and therefore organisations) ; for sure, some people "naturally" find that trust a most difficult concept to get to grips with when you "have to first give it, before you can it back". This will be especially so when it is always easier to deal more with concrete topics, such as profit and performance, than it is to struggle with how to motivate variable people and how to fully engage them. But the "struggle must continue" and we must not hold a dismissive view like "the people crap is not important to me" (this was once said to me by a former colleague).
Research and Case Study views
The concept of Supplier Relationship Management (SRM) is a good proxy for looking at the hard and soft skills. SRM research has indicated that "soft" behavioural aspects are around 70/80% of implementing a successful SRM program, whereas, the "hard" technical aspects, such as software tools, are 20/30%.  Additionally:
“Those companies that have successfully implemented S&OP and have it as their 'way of working', would easily recognise that it's 70 per cent about people, 20 per cent about process and only 10 per cent about technology, I would urge companies to make the brave decision to make S&OP investments in that proportion, instead of the traditional, reverse way." Source: Logistics Manager February 2015 called “Time to win hearts and minds” by Malory Davis.
Meanwhile to counter again, those who see soft skills as being fluffy, it has been noted by others, that with any kind of relationships then soft skilled trust, is actually quantifiable:
“Trust is not something soft and fluffy. The absence of trust has a direct impact on the bottom line. It affects financials and the business performance. You ignore it at your peril:' (Source: People Management 22 February 2007)
“Trust is not a soft “nice to have” quality; it is quantifiable, hard, real and measurably affects both speed and cost.”  (Stephen Covey “The Speed of Trust”)
A consortium of business leaders who considered the links between leadership and trust came to several conclusions, with arguably the most important being that, trust is akin to a currency by building up a healthy deposit account which is essential so that withdrawals can be made when something goes wrong.
Trust has also been seen as creating three types of value for an organization:
· The stock price is influenced by investor/analyst trust in the management team
· Customers trust the organisation’s brand and reputation
· Employees are willing to offer discretionary effort if they trust the organization will reciprocate.
Organizational trust is what is involved here and this must endure beyond the personalities of the individuals, who will inevitably come and go. It needs to be embedded in the organization as "the way things are done around here"; in other words, it must be in the cultural DNA of the organization and encourages co-operative behaviour, information sharing and personal risk-taking.
As culture is a learned set of shared interpretations and is about beliefs, values, and norms; then it affects the behavior of large groups of people. Additionally every individual and nation has its set of distinctive values and there are certain expectations regarding the way people think, behave, and believe. The culture shapers here therefore are:
· The way we think; (e.g. cognition)
· The way we interact; (e.g. behaviour)
· The way we communicate; (e.g. language)
· The way we transmit knowledge to the next generation; (e.g. education)  
Therefore "no one size fits all" as not all people in a culture have identical sets of norms, values and assumptions, (but there is usually a normal distribution spread).
Culture in organisations, in regions and in countries is paradoxically important because it also shows that:
"Without a culture we cannot see, but with a culture we are forever blind because we don’t see things as they are; we see them as WE are.”
So soft skills are a complicated mix, this is exactly why they are important and why they hard to manage, as has been well summarized by, the "Master Business Guru" Peter Drucker
“Finding and realising the potential of a business is psychological difficult as it will always be opposed from within because it means breaking down with old established habits”
Let’s always remember again, that organisations and their processes are driven by flows of materials and information and money, but it also needs, people working together in flow - that special state when people are connected and think together; when people have a positive relationship with no separation; when people have connected “hearts and minds.” Only then, is there success.
Finally back to Peter Drucker:
“Leadership is the lifting of a man's vision to higher sights, the raising of a man's performance to a higher standard, the building of a man's personality beyond its normal limitations”
There we have it; soft skills (like with personality) and hard skills (like performance standards) are combined; you cannot have performance without people. Get the people and soft skills right and the rest follows.
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