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[bookmark: _Toc89357838]1.0 Executive summary
The report discusses how the COVID-19 pandemic has impacted employability skills. It analyses whether the required employability skills, such as resilience, emotional intelligence, and digital technology, have changed since the pandemic. The report recognises that these employability skills emerged as a result of working from home that required autonomous and smart networks provoked by machine learning and data. The report further discusses the impact it has had on individuals seeking employment. They must either have these skills to acquire the job or continuously acquire training to develop and improve these skills to survive in the job market. 
[bookmark: _Toc89357839]2.0 Introduction
The report aims at discussing the impact that the COVID-19 pandemic has had on employability skills. For this purpose, it analyses whether the required employability skills have changed since the pandemic. Then the report recognises why and how they have changed and the effect it has had on individuals seeking employment.  
Employability skills are the transferrable skills beneficial in all job roles. They include creating a mindset, knowledge base, and expertise that makes an individual more attractive to employers. They are also usually referred to as foundational skills, work-readiness skills, soft skills, or employment skills. Employability skills are important because they help enhance an individual’s performance, promote collaboration, and minimise errors with co-workers allowing them to perform the role more effectively (Di Gregorio et al., 2019). 
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[bookmark: _Toc89356874][bookmark: _Toc89356990][bookmark: _Toc89357841]3.1 Have employability skills changed since the Covid-19 Pandemic?
Sangal et al. (2021) suggest that leadership, communication, teamwork, and analytical skills were perceived as important employability skills before the COVID-19 pandemic. However, resilience, emotional intelligence, and digital competence are important employability skills during the pandemic. These skills help improve leadership, communication, and teamwork skills because they allow individuals to handle situations effectively. According to Grove (2018), resilience refers to having the ability to combat issues in the workplace as they take place or hurdles and modify to change. Employees seek and value resilience because its need has increased because of changes in the job market. In the past, a good worker was able to cope at work with the same organisation for life, i.e. demonstrating loyalty. However, today individuals work for many organisations throughout their lifetime.  
Westrum (2017) states that a career may progress through various stages needing various sets of skills. At times, individuals face difficult changes or challenges in their workplace. However, new workers’ resilience helps them ease ad accomplish success in the transitions they may encounter. Killgore et al. (2020) mention that resilience is important to cope with change, uncertainty, and hardship during a crisis. Lower resilience is linked with higher worries about the impacts of COVID-19, such as not being able to be free from the virus and feeling afraid about the future. On the other hand, higher resilience is linked with lower severity of insomnia, family support, and social support.  
The second skill is emotional intelligence that is the ability to control, manage, assess, and recognise the emotions and emotions of others and to take appropriate action based on that understanding. Soto-Rubio et al. (2020) add that emotional intelligence allows individuals to communicate and connect with colleagues to a greater extent. In addition, it allows individuals to develop robust multi-cultural connections and celebrate variations by enabling different viewpoints to be valued.  
Provided the COVID-19 period of uncertainty, stress, distress, and anxiety, the foundation of empirical evidence that emotional intelligence forecasts a variety of optimistic findings in the workplace have relied upon these skills. This has become important to keep track of the challenges occurring due to the pandemic. Sadovyy et al. (2021) suggest that emotional intelligence in the post-COVID-19 era is considered a personal resource that may satisfy a similar function that the worker plays. With respect to this, higher emotional intelligence shows the benefit of recognising stress more easily and directing attention towards them by coping more properly and accomplishing an improved position when performing at work compared to those workers who lack this emotional asset.  
The third skill is digital competence, which became important for employability as technology progressed. Centeno et al. (2019) claim that digital competence is a vital challenge for job-seekers and employees. These employees may not have confidence or experience with their digital skills, their lives, the sectors they work in, and the nature of their jobs are increasingly impacted due to digitalisation. According to Ali (2020), the COVID-19 pandemic has shifted how institutions and systems work worldwide, demonstrating various limitations and outlining the requirement to recreate the role of information technology as a guide for economic growth and productivity.  
In an attempt to restrain the virus, many countries like the United Kingdom imposed lockdowns and mobility restrictions that disrupted the functioning of the economy and society. Crick et al. (2020) add that the disruption has changed the ways in which individuals and businesses transfer knowledge, communicate, and operate. For example, mobile money technology has minimised the requirement for physical cash transactions, thereby reducing the spread of the virus. In addition, in the National Health Service, the use of telemedicine increased, providing service 24/7 to access healthcare professionals across all specialities. This decreased the weight of overstretched health centres.  
Therefore, these employability skills have allowed individuals to get along with others and deal with their career success and job performance. According to Linkov et al. (2018), resilience has allowed individuals to take actions without responding to emotion and being impulsive. Emotional intelligence and resilience have allowed recognising which emotions to prioritise to think and take action. Cacciatore (2019) add that with digital competence, individuals create an influence-free, neutral space in which they can find supportive products and services, reduce the intensity of negative feelings, ad discover their emotions addressing strong feelings and deal with them constructively.  

[bookmark: _Toc89356875][bookmark: _Toc89356991][bookmark: _Toc89357842]3.2Why have these employability skills been modified?
Leadership, communication, teamwork, and analytical skills modified into resilience, emotional intelligence, and digital competence skills after the COVID-19 pandemic. This was due to social distancing measures, lockdowns, and remote working. According to Wollschlaeger et al. (2017), working from home was an old practice in many organisations because advancements in technology offered remote access to office work setup. Industry 4.0 has modified automation and computers and improved its development of practice with autonomous and smart networks provoked by machine learning and data. Industry 4.0 includes the internet of things (IoT), smart factories, artificial intelligence, cognitive computing, and the industrial internet of things (IIoT), smart manufacturing, Cyber-physical systems (CPS), and cloud computing. Warrier et al. (2021) add that the management of virtual team members requires the use of various sets of practices and protocols for team motivation, building trust, and technology adoption for higher effectiveness.  
Leadership, communication, teamwork, and analytical skills were modified because, before the pandemic, work from home was demonstrated as a win-win scenario for workers and managers (Aboelmaged and El Subbaugh, 2012). From the view of managers, many benefits of providing work from home involve retaining and attracting highly skilled workers, enhancing worker engagement and commitment, and enhanced matching of workflows and time. Nonetheless, Marinoni et al. (2020) argue that since the COVID-19 outbreak, work from home has been implemented worldwide to decrease the spread of the virus and preserve employment and production when travel is reduced, and offices are closed.  
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Arruda (2020) mention that under the pandemic and linked restrictions with social distancing and travel, work from home is not considered an exclusive alternative minority of workers, rather an arrangement that must be considered by all those workers and businesses that do not entail a physical office to continue with employment and production. Dayaram and Burgess (2021) state that the most noticeable changes that have taken place due to the pandemic are the change of workers into work from home arrangement across occupations, even where this was not an alternative in the past. 
According to Afrianty et al. (2021), worker productivity is described as the effectiveness and efficiency of individuals in work responsibilities and performing tasks. Efficiency relates to the degree to which the individual can achieve responsibilities and tasks without wasting any resources, whereas effectiveness relates to the degree to which a worker can complete their responsibilities according to predetermined deadlines. Many researchers have found that implementing work from home has positively impacted efficiency. For example, international Business Machines (IBM) performed a study and found 87 per cent of workers felt that their productivity raised with working from home.  
De Haas et al. (2020) suggest that employees working from home can change the work atmosphere according to individual needs, i.e. balancing family and work to enhance efficiency as workers can better manage workflow requirements and time constraints. According to Aboelmaged and El Subbaugh (2012), organisational and individual factors play an important part in impacting workers’ productivity who work from home. Digital infrastructure, management support, training, and access and delivery of information technology are the organisational factors recognised as significant in impacting the productivity of workers when working from home.  
Digital capability and direction are the essential factors in impacting workers’ productivity when working from home. Khin and Ho (2019) mention that past study on the digital direction has been performed at an organisational level, and the digital direction of workers is the latest factor affecting worker productivity. Digital direction is an addition to technological direction. Therefore, it is conceptualised as technology directed in terms of digital technology. 
Therefore, it is important that organisations develop a talent strategy that improves workers’ resilience and adaptability, critical cognitive and digital capabilities, and emotional intelligence. Afrianty et al. (2021) state that this is the time for organisations to increase their learning budgets and dedicate themselves to reskilling. Establishing these employability skills can strengthen organisations for future crises. The support for management in this would play a significant role in decreasing and adopting remote work or work from home. Considering the implementation of work from home, it deems essential that the management is dedicated to supporting alternatives in work culture, including the implementation of work from home. 

[bookmark: _Toc89356876][bookmark: _Toc89356992][bookmark: _Toc89357843]3.3 What impact has this had on individual looking for employment?
Employment is significant for an individual’s well-being as it provides a sense of purpose. Voltaire claimed that work saves individuals from the three most important evils, i.e. need, vice and boredom. The impact of the COVID-19 pandemic is not the standard in the context of habitual ways of measuring unemployment or employment. Enfield (2021) states that unemployment does not mean the actual rate of disruption of employees where governments have taken the initiative to social support packages. Most individuals have maintained their jobs. However, they lose their job or do not work yet look for jobs due to personal duties. The workers not working are considered employees, while workers who do not work and search for jobs are considered inactive.  
Workers who work part-time are considered employees but less productive. Kamerāde et al. (2019) add that various employees work for a similar hour for less pay or shorter hours, or in situations that show a higher risk to their health. According to Piva and Vivarelli (2018), it is important to understand how digital competence has impacted employment and the economy for better for some organisations and worse for others. The focus must be on looking for solutions to the issues that have taken place by refining retirement plans supplying healthcare and ensuring job security. Also, taking advantage of the new opportunities through the platform, data and analytics, and new technologies and maintaining flexibility. Whether individuals like it or not, the high competition due to set skills of the workforce has changed employment. 
Bessen (2019) suggest that individuals concentrate on tech-literate workers who have the ability to enhance their abs act and manual skills. The individuals who understand how to analyse and collect data and recognise how to code in different computer languages are now considered for employment as compared to those individuals who lack knowledge in these aspects. Manual skills like flexibility and dexterity remain valuable skills that machines are not good at. Nokelainen et al. (2018) add that manual skills like flexibility and dexterity remain valuable skills that machines are not good at. For example, complex communication, recognising patterns, empathising, persuading, and creativity.  
The better that organisations and individuals become at looking for mutually empowering and complementary relationships that augment employment with machines, the more likely it is that development of employment and quality of job enhanced. This means more individuals would be employed in more meaningful and satisfying jobs with higher fitting skills, such as emotional intelligence, resilience, and digital competence.  
According to Bierema (2019), individuals who have the ability to communicate and solve issues, show communication n information technology and teamwork, and have comprehensive training and education are more easily employed. In addition, the combination of these skills allows individuals to adapt to changes in the professional world.  
However, it does not mean that it is harder to acquire jobs. It simply means that employees must have the emotional intelligence to communicate and work within teams, have digital competence to work with advanced technology and have the resilience to make decisions. For these purposes, employees will need to upskill, for which they must be trained by organisations and managers so that they can improve their set of skills and acquire new skills according to the need. Fajaryati and Akhyar (2020) mention that individuals will need to create their potential to have employability skills because these skills would allow them to acquire jobs and develop their potential for the organisation’s success. Adding to that, individuals will need to have the adaptability to change, long-life learning, and working in teams, problem solving, and the ability to communicate to survive in the job market.  
[bookmark: _Toc89356878][bookmark: _Toc89356993][bookmark: _Toc89357844]4.0 Conclusion
The report aimed at discussing the impact that COVID-19 has had on employability skills. Employability skills include creating a mindset, knowledge base, and expertise that makes an individual more attractive to employers. Leadership, communication, teamwork, and analytical skills were perceived as important employability skills before the COVID-19. However, resilience, emotional intelligence, and digital competence are important employability skills during the pandemic. In addition, employees working from home can change the work atmosphere according to individual needs, i.e. balancing family and work to enhance efficiency as workers can better manage workflow requirements and time constraints.  
Organisations must develop a talent strategy that improves workers’ resilience and adaptability, critical cognitive and digital capabilities, and emotional intelligence. Employment is significant for an individual’s well-being as it provides a sense of purpose. The high competition due to the set skills of the workforce has changed employment. It does not mean that it is harder to acquire jobs. It means that employees must have the emotional intelligence to communicate and work within teams, digital competence to work with advanced technology, and resilience to make decisions. Thus, they must create their potential to have employability skills because they can acquire jobs and develop their potential for success. 
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