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Importance of the Employbility skill in the work place
Today, in a completely different sense, the job market is more competitive. In addition to the expertise in matters, employers now look for their potential employees with their employability skills as essential characteristics (Jackson, 2013). The core skills and characteristics required in almost every job are employability skills. These are the general qualifications that make an organisation desirable. Almost always, hiring managers are looking for these skilled workers. Some of the vital employee skill are,
Resilience
Resilience is a qualification that employers value and seek in graduates today. As the job market changed, the need for resilience has increased. A good employee was able to expect a lifetime with the same company years ago, because faithfulness is a key feature. Graduates are now more likely to work for various companies throughout their careers. A career can take them through various phases that need different skills, and sometimes difficult or challenging changes in their work environment are necessary (Nyaupane et al., 2020). 
Resilient employees: Stay committed and focused even if things are difficult spot trends, and turn them into opportunities that are not embedded in the past, but be curious about the future - with the times they continue to learn.
Resilient staff build strong links and ties with others. These quality relationships can be distinguished by several characteristics. Connections are characterised by effective communication in which a person actively listens and responds to his colleague and his or her emotions. A resilient worker will do everything he can to help others succeed in the job in positive working relationships. The hard-working employee is a team player who wants to win with his colleagues. Social support is an important part of job resilience. It is helpful to develop both personal and professional networks that can provide guidance and support during stress or just a nurturing relationship (Nyaupane et al., 2020). It is also helpful for employees not to have direct contact with their colleagues. These people can provide the worker with validation and are possibly accessible if support within their work environment makes the worker vulnerable (Jackson, 2013). Resilient employees nurture and build trust with others, the work networks they have developed. However, one surprising finding in the research was that the environment is not taken too seriously by resilient employees. They introduce a "play" element to the workplace that promotes positive emotions between employees. Modern jobs certainly are characterised by stress. Stress. Technology and Internet access mean a continuous presence of work for many. Resilient workers can effectively manage stress so it is not overwhelming and harmful. However, small, resilient employees avoid 'burnout' by taking active part in self-handling and nurturing themselves after a stressful incident. Another feature of a resilient employee is that the person is true to himself (Waterman, 1994). They are true and comply with their values and beliefs in a way that harmonises with them. 
Time Management Skill
Time management means effective working, and employers in every business are looking for workers who can use their time at work optimally. Saving time saves the organisation money and increases its income. Effective time management requires that employees analyse the workload, prioritise and focus their efforts on production (Grissom, 2013). To attain time management skill, employees must follow some characteristics.
· Prioritizing:
Every minute task that expects may not be possible. Employees could also want to do it all at once. However, employees have to prioritize so that they can fulfil the significant tasks in a sensible order. When prioritizing, consider factors such as how long each task must be completed, how long it could take, its importance for others in the organization, how important it could be if a task does not take place, and whether bottlenecks can break off the task.


· Scheduling
Timing affects the day, week, month and workflow of other people. Timing is essential because certain tasks must be performed at certain times. Most have specific times when the energy levels and demands of the day are more or less productive (Britton et al., 1991). Schedules can also be an excellent way to avoid delays.


· Control of tasks
To-do lists are a great way to avoid overlooking anything important (appropriately prioritised and incorporated into the schedule). They are also a great way to avoid thinking about everything employee have to do all day long. Recalling tasks can be exhausting and overwhelming and takes energy, thinking about everything they have to do weekly. Divide all the required tasks into a daily list, so employees won't have to worry about everything at once. Just one day at a time, take their tasks (Grissom, 2013).
Emotional Intelligence
“The ability to understand and manage emotions is emotional intelligence. Self-awareness, self-regulation, motivation, empathy and social skills are the competencies of emotional intelligence. Recently, the human resources departments worldwide have become a bit of a bustle, but researchers say that it is time for emotional intelligence to be taken seriously. According to Jackson, 2013 can have some practical benefits in understanding the nuances of human emotion at work, such as better cooperation between employees and a more happy workplace. Jackson, 2013  argues that every day, not only when emolpoyees leave office, they are human beings. Each person has his innate intelligence level. Some people have these skills more naturally, but emotional understanding isn't a fixed ability. Employees can improve their emotional intelligence at work through training and practise.”
"Self-awareness makes it easier to understand one's own needs and likely reactions if certain events occurred, thereby facilitating evaluation of alternative solutions", says prominent leadership researcher Gary Yukl (Yukl et al. 2010). To be effective, emotional intelligence must begin with a person. Without understanding how they operate on an emotional level, they can't distil or increase the well-being, improvement and sense of themself. It is usually the level of emotional intelligence that characterises leaders and the competencies that contribute to developing a more effective job.
“Let each element break down with a contextual definition.
Self-awareness means self-understanding: knowing  weaknesses, forces, drivers, values and their effect on others – forces that mainly are good intuition. In practise, this is like confidence and a” thirst for constructive criticism. You may know that, if you are a manager, the limitations on” time are the worse for yourself. An emotionally smart and self-assured manager would plan his time properly and work well before deadlines are established.
“Self management is capable of controlling and redirecting disruptive drive and mood. Consider credibility, integrity and comfort changes. Employees cannot be paralysed by their emotions but rather by their positive and passionate emotions. For example, if a team makes a presentation, the leader should refuse to shout. They can instead explore possible reasons for failure, explain the consequences to their team members and work together to detect solutions.”
For own sake, motivation is a success. An emotionally intelligent and motivated person's key characteristics are his passion for work, optimism and energy for improvement.
Empathy includes the emotional composition of others. It takes into account other feelings, especially when deciding. Some trademarks include the skills of recruiting and retaining top-level talent, the capacity to build others and the awareness of intercultural differences. Social competence builds the desired connection with others.
Digital competence
Digital competence is the attitude and ability to employees to adopt technology in a modern digital environment, to collaborate with others, and to work effectively. The digital skills for each workplace are related to the employee's position and tasks and must be determined on their own.Now is the time to extend the competence model of the company with regard to digitization skills. In the next few months and years, the staff development measures can be started step by step and the skills can be anchored in the company. For enterprises THE MAK'ED TEAM sets and maps them with HR systems in a simple and standardised competence model. This can also be linked to the establishment of regular feedback meetings, definitions of goals and assessments of performance.
From "post-industrial competencies" to "digital expertise," most successful organisations are transforming. This is a fundamental change, but many people still mistakenly assume that digital skill means technology is proficient. But it's not about using Excel or mobile devices or not – it's not about using the internet or using back-office functions. It's about it.
Digital competence is the attitude and ability of employees to adopt technology in a modern digital environment, collaborate with others, and work effectively. It is one of the critical lifelong learning skills of the EU. And this does not apply to young people alone. It affects us all and our way of working.
Workers with knowledge
 In a  physical environment, they interacted. They told them what to do, and they were constant and clearly defined in their tools to do their job. Today's 'knowledge workers' do not carry out specific tasks; they are expected to connect and work together with different players in different contexts. Such information will often have to be provided to succeed. When new technologies, systems and processes are introduced, the tools they use change quickly.
Technology democratisation now allows for more information sharing. Staff will access cloud storage, databases, project management tools and contact 'faceless' support staff on request in virtual teams. In other words, the job is moving from highly dependent to self-employed.
Modify the model
The interaction between people has changed considerably. In every job, digital skills are now needed, yet many enterprises are unable to thrive. Some still have to understand the magnitude of the challenge in this process.

Why these skills important
These skills are essentially behaviours, which are essential for every task and that make employees grow and efficiently enable them to develop their career. Once an employee have the above skill then they have to perform these capabilities in the below points.
· Connect to colleagues
· Problems to solve
· Make responsible choices for the job and career and understand the role within the team
· Take on the career independently (Wolff et al., 2017)
Individual characteristics, habits and attitudes affect how they interact. Employers value employability skills because it shows how they work with other employees and team members and clients and how efficiently they can manage their career success and performance (Overtoom, 2000).
These unique characteristics are valued by employers in their potential employees because they have always been needed for a productive and functional employee (Wolff et al., 2017). Companies spend a lot of time and money to develop these basic and ready-to-work skills. However, employers have more options in the world of today, where jobs are few, and they wish to hire a technical expert, who also exhibits well-rounded skills (Wolff et al., 2017).
Have employibility skill changed recently
In 2020 and 2021, a new order has been created and roles, capacities and the rapidly changing pace of education change are being changed through a digital system. Companies are looking for specialist roles in which individuals can handle one or more mixed skills. New jobs have been introduced and people must be up-and-coming and relevant on their toes. Due to the recent covid 19, most of the employee skills are changed. However, one thing is certain: organisations will have to build on the digital, cognitive, social and emotional skills of their staff and adaptation and resiliency skills to emerge successfully from the current crisis (Quintiliani et al., 2021).
1. Expand the ability to work at a full digital level
Each employee will have a degree of technological skill. Based on their digital capabilities, the ecosystems of their organisations – customers, partners, suppliers and public authorities – can remain comfortable and maintain close contact. This skill provides employees with an essential understanding of the critical technologies, data concepts and processes including data visualisation, machine apprenticeship and advanced analytics. For example, since the production lines of a plant are automated, a quality management manager must double his tech skills in the collection, analysis and monitoring of production data.

2. Continue to develop cognitive abilities in redesign and innovation
The new environment presents challenges that call for improved skills in problem solving, creativity and innovation. Remote work needs managers to show these skills in an ever more self-sufficient environment. What qualifications does a procurement officer now have to support their company in relocating production and rethinking the supply chain? Creativity? Innovation? Problem-solving? Can large projects be managed remotely?

3. Reinforcement of social, emotional and collaborative skills, management and self-expression
“Managers will need advanced Communication and interpersonal skills, including empathy, to maintain strong business ties – despite distances – and build and develop customer relations, drive change and support from afar. A retail bank consultant must develop the social and emotional skills to develop relationships he used to nurture himself in a remote context in the 'distance economy (Quintiliani et al., 2021).”

4. Enhance adaptability and thriving resilience during and beyond COVID-19 afterstocks
“To enhance your self-knowledge, self-confidence, and self-reliance for critical employees to use the new experiences as a source of learning. Other areas of strength include developing their ability to manage time, limits and their own mental well-being. When the job is automated, the cashier in a supermarket needs adaptability and resilience to become a client service agent (Quintiliani et al., 2021).”
What might the skills have changed
Covid 19 is one of the recent reason that employees skills have to been changed.One of the other key steps to changing work skills is to search for growth opportunities. Consider selecting a job to focus on training in the workplace when looking for a new job. Many organisations offer vocational or other free training courses to people who want to develop their skills.
The COVID-19 health crisis is a shock that has never seen before that transforms the lives and livelihoods of people all over the world. Its consequences may also extend to the medium and long term beyond the short term (Quintiliani et al., 2021). Strong declines in economic activity and upheavals in labour markets were accompanied by serious health impacts. Preliminary evidence indicates that the COVID-19 crisis is much deeper than the 2008 global financial crisis.
 Due to all the covid issues most of the job sector is gone and million and millions of people lost the job. So it is very important that new skills to be attained to survive the employees and companies in this pandamec time. Especcially the technical skill and the Adaptability skill. Adaptability as an ability refers to someone's capacity to change their actions to adapt to a new situation. It includes the ability to change with smoothness and timeliness in a course without major setbacks (Agarwal et al., 2021).
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