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Introduction 

        Employability Skills are the essential skills, personal skills and values that determine a person’s productivity in the workplace.
       Rowe and Zegwaard (2017) point out that the term of employability is used interchangeably with work-readiness. The authors (2017) posit the view that employability is constituted by three types of skills generic, discipline-specific and personal attributes. Therefore, it can be understood that employability skills consist of both, specialised skills relating to one’s disciplinary background and certain general traits including personal qualities that determine a person’s productivity in the workplace.
      The present assignment will approach the question of employability skills from a general perspective and thereby elaborate on the 21st century. The purpose of this assignment is to discuss the development of skill in the workplace and to explicate certain types of employability skills that are generally considered to be applied in any work situation.




















                    Importance of Employability Skills


     
    
        Employability Skills can be defined as the transferable skills needed by a jobseeker to make them ‘employable ‘. Employability depends on the knowledge, skills and attitudes, and how to use those resources, and how to present them to employers.

      Employability Skills are imperative because the job market is intensely competitive, and employers are looking for people who are flexible, take the lead and could complete a variety of tasks in different environments.

     Suarta et al. (2017) suggest that in the 21st-century workplace, occupation-specific skills are no longer sufficient for a graduate to meet the needs of labour markets. Employees nowadays are required to have additional skills which are called employability skills. These skills are important for employment in local, regional and international job sectors as there has been an increase in competition globally in the world of jobs. Therefore, the need for knowledge and skills can be outside one’s disciplinary background is required. Employability skills can be regarded to be the connection between education and training and the world of work.

    Suarta et al. (2017) point out that according to the American Management Association, Employability skills consisting of problem-solving skills, critical thinking, creativity, innovation, communication skills, teamwork and reliability are becoming increasingly important in today’s global economy.

   McGunale and Ziska (2020) identify that employability skills are missing in the STEM industry (Science, Technology, Engineering and Mathematics) employees. In the STEM institution the next generation of engineers, scientist and tech-experts are prepared to meet the 21st-century global market. Therefore, the STEM educational institute needs to create more relevant programmes inclusive of Employability skills. This educational institution should be focused on creating graduates who are work-place ready on completion of their courses. Many institutions continue to teach the traditional curriculum while neglecting the skills and attributes required for today’s jobs and also in the future market. Suarta et al. (20170 asserts that it is important for higher institutions to create and implement programs that are important for the supply of the workforce which is relevant to the global market.
      The following sections will be demonstrating the importance of different types of employability skills. However, it is the responsibility of the colleges and universities to prepare graduate students with employability skills to help them in the 21st-century global market.


Different Types of Employability Skills

       Resilience

     Resilience is the ability to overcome barriers and adapt to change, or problems in the workplace when they arise.  Knowing how to recognise the different stress factors and finding ways to cope with them improves the abilities to bounce back after experiencing adversity. It means happy and more productive employees.
   Luthor (2006, as cited in Rochat et al.,2017) defines resilience as the process through which people adapt and adjust to adverse circumstances. 
    Rochat et al. (2017) assert that the concept of resilience first appeared in London’s (1983) theory of motivation where it was presented as a combination of ‘self-efficacy, risk-orientation and dependency (p.6). 'Moreover, Rochat et al. (2017) further problematises the idea by distinguishing resilience from adaptability. They cite Bimrose and Hearne (2012, as cited in Rochat et al.,2017) to suggest that adaptability refers to proactive movements in the face of adversities while resilience a more reactive movement. Another problem that can be identified with the prevalent notions regarding career resilience is that it cannot be measured as an attribute of the general working population. The concept of resilience becomes relevant only in the contest of people who are facing career transitions or work-related adverse condition which require skilful management.
    Finally, as Lengelle and Maijers (2016) argue, career resilience depends upon the development of both internal and external dialogue concerning an individual. The internal aspect concerns the creation of a dialogue with the self, whereas the external aspect concerns the same with others about lived experience.











      Time-management

  Time-management skills include a variety of skills that will help to manage time well. Good time -management enables employees to work smarter not harder so that will help to get more done in less time, even when time is tight, and the pressure is high.
According to Hafner and Stock (2010, as cited in Aeon and Aquinis,2017), it is a “combination of time-assessment, goal setting, planning and monitoring activities (p.311)”. Considering the debates within academia regarding what exactly is time-management, Aeon and Aquinis (2017), suggest a definition that regards people as active agents who can make their own decision concerning how to allocate time. They, therefore, argue that time-management primarily is a form of decision-making that allows individuals to ‘structure, protect and adapt ‘their time concerning changing priorities (p.311).
However, Gregg (2018) identifies certain problems with the commonplace conception of time-management. Time-management manuals, which form the dominant mode of instruction for people, argues Gregg (2018) is a genre. He adds that the basis of time-management is productivity. 
 Therefore, the question of time-management should also include how work is approached and organised. A better method of organisation of work would make the conception of time-management redundant within the workplace. If work is efficiently allocated to employees, then they do not have to be constantly reminded of time-management.

















           Emotional Intelligence

     Emotional intelligence (otherwise known as an emotional quotient) is the ability to understand, use and manage emotions in positive ways to relieve stress, communicate effectively, empathise with others, overcome challenges and defuse conflict.
     Mattingly and Kraiger(2019) define emotional intelligence as “skills or abilities that enable awareness of the emotional states of oneself and others and the capacity to regulate or use emotions to positively affect role performance (p.1)”.In scholar writings, emotional intelligence is conceived through either of two models, ability-based or mixed-model. According to Mayer et al. (2008, as cited in Mattingly and Kraiger 2019), ability-based emotional intelligence refers to the ability of an individual to process information about one’s own and other emotions in a sophisticated manner so that it can be used to guide thought-patterns and behaviour. On the other hand, mixed models of emotional intelligence, as articulated by Cho and Drasgow (2015, as cited in Mattingly and Kraiger2019) consists of a wide range of traits including, motivation, personality, temperament character and social skills that can help one to successfully cope with difficult situations. 
    Considering how much emotional intelligence depends upon the personal attributes of an individual, there is a certain debate as to this ability can be trained in employees. But as the research results of Mattingly and Kraiger(2019) indicate, that emotional intelligence can be trained through ‘coaching, practice and feedback (p13)’. They argue that with individualised training of emotional intelligence, workers are likely to improve their performance. Therefore, as the above-cited scholars opine, employees need to cultivate the quality of emotional intelligence to ensure high productivity and empathy towards co-workers.














     Digital Competency

 Digital competency is a set of skills and knowledge to enable the confident and critical use of technologies and systems in today's digital world.
      Juskeviciene and Dagien(2018) point out that the term ‘digital competence’ is used synonymously with digital literacy. They describe digital competence as a recent concept that has to do with technology-related skills. Referring to a JRC technical report (2012), as cited in Juskeviciene and Dagien,2018) they posit the definition of digital competence as “the set of knowledge, skills and attitudes that are required when using information and communication technology (ICT) and digital media to perform tasks (p.266).”
      Considering the impact of technology in modern workplaces, it has become imperative for a jobseeker to have digital competency to increase his or her possibility of securing employment.
      But Juskevicien and Dagien (2018) allude to the several dimension that together constitutes what one understands as ‘digital competence’. They classify seven dimensions of digital competence which combined denote the key aspects of the phenomenon. These dimensions are information management, collaboration, communication and sharing, content and knowledge creation, ethics and responsibility, evaluation and problem solving and technical operation. Thus, a person who wishes to improve upon his or her digital competence should focus on all the seven dimensions and skills.

















   Recent Developments and Changes in Employability Skills

    According to Wolff and Booth (2017), there are a set of essential qualities which determine the possibility of an individual’s achievement in the 21st-century workplace. These qualities include: “people skills such as collaboration, teamwork and cross-cultural competence, problem-solving abilities such as critical thinking, creativity and adaptability and professional strengths such as communication, work ethic and the habits of lifelong learning (p.51).”
       It can be noticed from the interpretation of Wolff and Booth (2017) that in the 21st-century job seekers would require new kinds of skills that would make them more employable. Therefore, the present-day conceptions of employability have undergone significant changes from what they mean earlier. Hubschmid-Vierheilig et al. (2019), while speaking about digital competence, state that post globalisation, there has been an increase in the demand for employees with tertiary education and enhanced skills that will aid organisations to explore new opportunities and create innovative products.
       It can be concluded that the contemporary definition of employability skills would have included those abilities in prospective employees and students that are beneficial to the recognition and utilisation of opportunities and innovation. It also needs to be mentioned that with the advent of mechanisation there has been a decreased demand for low-skilled and physical work. Therefore, there needs to be a focused on tertiary education that ensures productivity in the industry. 
     Oraison et al. (2019) thereby note that graduate abilities should be reflective of both high academic standards and familiarity with industry needs. Previously, employability skills did not form a part of university curricula but now, as the authors (2019) suggest, the university needs to cultivate a variety of skills in students given uncertainties that are part of the modern workplace.
    It is essential to know the modern workplace is an unpredictable environment. Globalisation and fast changes in the standard of technology require workers to constantly adapt to new circumstances and encourage the habit of lifelong learning to adjust to the new conditions and stay pertinent to the present work atmosphere. This indicates that resilience forms one of the key aspects of employability skills. It can also be observed that his attribute might not have been very important in earlier work situations where technology might not have had a huge influence on the nature of work.
      In the age of multinational corporations where big organisations extend their operations beyond the frontiers of nations, cross-cultural communication is an important factor that would ensure the success of organisations in the international context. 
    Lifintsev and Wellbrock (2019) point out that technology forms the most important means of cross-cultural communication in the present age. Therefore, digital competence is a prerequisite that would ensure effective cross-cultural communication. For this kind of communication to be successful, individuals would need to develop empathy and understanding towards people who are culturally distinct from them. Therefore, in the international context, emotional intelligence also becomes crucial in ensuring employability. Only workers with a high degree of emotional intelligence can comprehend the emotional states of others from different cultural backgrounds. It thus becomes apparent that emotional intelligence is also an important employability skill of the 21st-century.
           Ruhle et al. (2018) present that in the modern working world, the boundaries between work and private life have become blurred. Their survey of literature on the negative consequences of the workplace suggests that these lead to stress-experiences, physical and mental afflictions and lack of job satisfaction. The challenges in modern work situations therefore require skilful management so that the boundary between work and private life can be redrawn. This makes the concept of time-management very necessary. If an employee has this skill, he or she can efficiently organise the work, so it is accomplished on time. This will help them in carving out more space for recreation and private life.
   

     



  


















Conclusion

     The assignment primarily deals with the nature of employability skills in the modern world. It first explains certain employability skills that are important in the 21st-century workplace (i.e. resilience, time-management, emotional intelligence and digital competency). In this process, these terms have been discussed to derive a more understanding of the same. In the next section of the assignment have been analysed some recent developments within the field of employability skills and the importance of it. A historical framework has been used to suggest how conceptions of employability skills have changed in the present world. The modern development in the workplace have necessitated the acquisition of new sets of skills and abilities in students and prospective employees and it is hoped that universities and organisations should both aim at training students and workers so that they can acquire these skills.  It has also been explained why these skills are important in the present workplace. 
    As can be referred the rapid changes in the nature and scope of operations carried out by businesses have created the demand for a dynamic and flexible workforce.  It has thus become very important for individuals to acquire the necessary employability skills to be prepared for all the possibilities related to work. Therefore, employability skills are useful as they are transferable so the employees can adapt to whichever situation in the workplace.
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