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[bookmark: _Toc89434090]Executive Summary
This report has been compiled as part of the assessment for the Academic and Employability Skill module at University of Wales Trinity Saint David, at the request of the lecturer, Mrs Laura James, in order to create an image of how Covid-18 has impacted the employability on international labor markets and what change can be highlighted in employability skills importance in the context of the pandemic.. 

[bookmark: _Toc89434092]Procedure
	To compile this report, I have studied numerous materials like books, online articles and journal publications from international institutions that provide a constant monitoring of the labor markets worldwide for governmental entities and decision making agents.  

1.0 [bookmark: _Toc89434093]Introduction
The term of employability appeared in 1950’s in an effort to analyze and find solutions to the increasing number of people which seemed to be unable to find a job and described simply the capacity of reaching the status of fully employed. (Feintuch, 1955, pp. 392-397), (March & Simons, 1958).
However, during the 1990’s, because of the complexity of the term, employability was thoroughly re-analyzed and defined from multiple points of view like social aspect, employee view and employer view. This identified the necessity for the individual to be responsible for the development of the skills needed for a specific job, while receiving the support and help from the society and employees to do this. (Hiltrop, 1885). This has revealed that all parties need to be driven to continuously improve the quality of the skills that and individual needs in order to fill get employed but also to be able to remain employed for longer periods of time. 
The new definition was a comprehensive view of employability as an indicator of the ability and willingness of an individual to acquire and retain a job, using an individual’s set of skills and abilities related to the requirements needed to fulfill the tasks of the job, in certain social environments and economic circumstances. (Thijssen, 2000) (Forrier & Sels, 2003).
According with the International Labor Organization, the definition of employability relates to the capacity of an individual to use all the skills and traits gained from education and training to fulfill their needs for an elevated level of life, in a balanced environment. (International Labor Organization, 2004)



2.0 [bookmark: _Toc89434094]Main Findings
The new definition meant that the employability was affected the following determining factors: the social and economic context, the organizational (employers) context the individual’s set of skills and abilities in relation to the position’s requirements, the desire to improve these skills. These factors show the circumstances in which a candidate could become employed and remain employed for long periods of time. 
The social and economic context can provide a broad picture of the employability from the number of job openings. An expanding, free economy provides a big number of opportunities on the labor market, which in turn facilitates the employment. Also the internal status of an organization influences employability in multiple ways because of the investment and expansion readiness (the ability to create new positions) or the employee recruitment and retention through financial rewards and workplace environment. However, most of the studies agree that one of the main factors that influences employability is the candidate’s desire and set of skills required to fill a certain position on the labor market, which determine the compatibility of the candidate and his ability to fulfill the tasks at maximum efficiency. This revealed the importance of identifying the candidate’s set of skills and his personality profile in terms of acquiring new skills in relation to the position requirements for the best matching possible. Beside this, another important aspect was identified in the willingness to become active on the labor market by filling a targeted position. (Forrier & Sels, 2003).
2.1 [bookmark: _Toc89434095]Employability Skills – definition and importance
To be able to fill a certain position, a candidate must perform with high efficiency. This lead to the term of employability skills which define the selection of skills and abilities which make the candidate desirable for a certain position. These skills are usually acquired through education, work experience, continuous specialized training or even through day by day life and provide the ability to complete certain tasks and duties specific to the position.
This fact lead to the focus on behalf of the companies in identifying and recruiting the candidates for each job opening based on specific skills necessary for that specific position. This sets of skills are determined based on the tasks and duties specific to the job. These are split in general skills which are common to most of the positions (like communication, resilience, team work, adaptability, initiative, basic digital skills, time management, adaptability, numeracy etc.) on the labor market and specialized skills (as technical skills, managerial skills, etc.) specific to certain positions of high importance in the activity of the company. While the skills from the first category are gained and developed from lower education, basic training and work experience, the last ones are usually acquired through higher education and/or specialized training.  This created a competition between candidates and the necessity to continuously gain and improve the skills needed for the targeted job which would give them an advantage in gaining the position desired. (Mourshed, et al., 2012).
The sum of all the skill that determine the degree of employability of an individual is called employability skills (International Labor Organization, 2004) 
2.2 [bookmark: _Toc89434096]Employability Skills before COVID-19 pandemic
Before the start of the pandemic, each company was very focused on skills that were specific to the position. Abilities and qualifications were assessed by determining how well the candidate can fulfill his duties under direct supervision, therefore the focus was on the specific attributes of the position and the field of activity. Each employer was selecting his employees mainly through their match between the skills acquired through education and training, leading to certain skills of the candidates to not be used if were not directly related to the work (Quintini, 2016).
This created the need to develop skills specific to each occupation / area of activity. This training was more and more focused on the needs of the companies in relation to the specifics of the activity, in order to create highly specialized workforce (International Labour Office Geneva, 2010)
2.3 [bookmark: _Toc89434097]Impact of COVID-19 pandemic on the labor markets, employers and employees
The start of the COVID-19 pandemic marked the implementing of new rules and regulations needed to stop the spread and protect the world population. The rules implemented restricted the activity of many companies, by dividing the activity in essential and non-essential. Companies with activity in non-essential areas had to restrict the activity by closing work points, decrease the number of employees and hours or find ways to continue the activity remotely when possible. In opposition, the companies in the essential field faced a need for supplementing the number of workers especially in the medical, food processing sectors which required high-skilled candidates.  This lead to a negative impact in the number of job openings world-wide and the need of professional reorientation for the workers in the non-essential areas towards the essential ones. 
In relation to the skill levels, COVID-19 pandemic created an increase in the unemployment of certain categories. Medium and especially low skilled workers were the categories that were affected by the new restrictions and rules especially in the sectors that had to reduce activity (ILO, 2021)

2.4 [bookmark: _Toc89434098]Employability skills and COVID-19
One of the measures taken by the companies from nonessential sectors was continuing activity by allowing the employees to work from home. This brought in attention sets of skills considered complementary before the start of the pandemic. This set of skills, known as transversal skills, like communication, digital skills, presentation skills, time management, critical and analytical thinking, and following deadlines, prioritizing and individual work became essential (International Labor Organization, 2020), (OECD, 2021). Candidates that possessed these traits were suddenly top picks for the active openings, while the ones that did not faced unemployment.
Another consequence of the COVID-19 pandemic was an increase for new qualified candidates from the essential sectors, like medical sector. With an increasing demand for specialized care, the medical systems worldwide faced collapse due to lack of prepared candidates, creating the need for rapid training of available unemployed workforce. This created the base for other employability skills like fast learning, adaptability, resilience, research skills to become mandatory in the process of candidate selection for these roles. (International Labor Organization, 2020)
The need for fast adult training brought another necessity in regards with fast training. The education systems had to find solutions to continue the activity of preparing and providing reliable qualification programs for the unemployed workforce in a safe environment. This lead to a sudden increase in online education courses focused on preparing the candidates for the essential roles (Sanchez, 2020). 
3.0 [bookmark: _Toc89434099]Conclusion
COVID-19 pandemic brought a new reality in regards to the world labor markets. Faced with the new rules and restrictions all the entities engaged in the employment process had to adapt and create new strategies to provide stability in one of the most important aspect of the society. The need for a better training of the candidates, to help them gain and develop skills and abilities required to maintain them active, was shown by the need of improving the transversal skills which were not considered important before. While before the pandemic, abilities like, to communicate efficiently, to cope with the stress and social isolation, to maintain focus on the tasks and deadline, to manage the time efficiently, to work independent with limited or no supervision, etc. were required mostly for high level positions, suddenly became very important for all categories of workforce and are considered mandatory for an efficient activity. 
[bookmark: _GoBack]This has shown the importance of continuous training and multilateral specialization of the workforce through better training and specialization programs.
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