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[bookmark: _Toc512807046]Introduction
Employees are the nucleus of any organisation. All the jobs are done by them, so any kind of organisation, it is considered as if employees are better efficient and effective then the organisation must be successful. So the employer of the organisation concerns for the employee selection, recruiting and supervising them for well supportive for the organisation. Different qualities are required for the different types of jobs, so employer must consider as skills of the employee’s for the organisational needs and demands. Roughly there are some skills that are essential to all employees for enter into an organisation and initial performance measurement.
































[bookmark: _Toc512807047]Why employer looks for qualifies employee
Recruiters are always looking for skillful workers who are going beyond experience and qualifications (Castles, De Haas and Miller, 2013). The education and the professional qualification make eligible one able to apply for a prestigious job. To be successful in the organisationa and competitive market employee must show the mix of different skills: the employability skills. This captures all the professional, technical and special skills associated with roles and responsibilities which have will be implemented to the workplace. Getting the right employee means the identification of the right people of skills and qualities for fulfilling the roles and responsibilities and contribution to the organisations success. The soft skills those can be adaptable to the different types of jobs and different types of employment ground. Qualifications and hard skills are needed to perform the jobs but without set of soft skills employers not want to hire them. 

[bookmark: _Toc512807048]What is Employability Skills?
Employability skills are the summation of all the skills required to get, keep and to be successful in a job among the competitive employees (Brynjolfsson, and McAfee, 2012). These are the skills that enable the employees to get along with the employees and customers and others party related to the business and organisational context. The ability of taking critical decision, solving problems, developing the methods and become the ambassador for organisation is the skills of an employee.  Employability skills are the foundation of employee’s career and these are referenced in the different sources lacking in the school levels, graduates and in the different types of professional stages. Sometime large organisations are spending a huge amount of money for the development 
andfor improvement of the employee’s skills and efficiency.

If one have the key skills of graduate employees. Then the employees must have all the competencies in the job requirement in a job interviews to attract the employer and for getting hired. Graduate employers are always looking for employees with right skills and competencies for the firms, depending on the career skills and organisations need and demands, employees must have specific knowledge, abilities and capabilities to do the job. However all the required skills and competencies are necessary for the successful employee and the behavior for this? These are the core employability skills that make an employee effective whatever they do the job. These are also called transferable skills because these are developed over time and needs of the organisation and helpful for the development of the career (National Research Council, 2013). These are thought as passport of the career and need to draw the work experience for giving the evidence of these skills.



[bookmark: _Toc512807049]The top ten skills that are required by the employers
1) Commercial awareness (business acumen): This knows all about the business or industry of the business area and how these are conducting the business. This requires of a solid understanding of the business, what it wants to achieve, what are the goals and objectives of this, knowledge about the product or services of the company and how it competes with the competitive market.
2)Communication: It is the most pragmatic skills that an employee need because all of the network and information are processing through a communication process and medium (Castells, 2011). On the other hand information is the most important resources of today’s business, which organisation is more informative then must be considered as a successful one, so in this case of communication skills is very important in all the organisation.
3) Teamwork: In an organisation there are different types of people are there and they are from different perspectives and knowledgeable, as a employee it is most important that they must experience as a team worker, ability to do work in a group, delegation power of responsibility, ability to take responsibility, managing power of others and maintaining positive relationship to other are helpful to achieve the organisational goals and objectives.
4) Persuasion and Negotiation:  Basically it is the process of doing the jobs done by the other employee and the implementation of the organisations goals and objectives by lower level employee. In an organisation there are different types of parties are involved to actaulise all the objectives of the organisation, negotiation and persuasion power of an employee must be considered by the employer.
5) Problem solving ability: This skill captures the ability of an employee to implement a logical and analytical process to solve a problem. The basic requirement of an employee indicates that the capability of an employee to analyse the problem from different perspectives, and capability to choose the best one among them.
6) Leadership: A manager may not be a manager in a straight way, the graduate need the potential capabilities to motivate all the employees and colleagues, working power for them, delegating power and assigning the tasks among the employees, setting deadlines and leading them by the proper way (Trevino and Nelson, 2016).
7) Organisation:This is the process of priotirise the works that are done by the employee, in organisation different types of works that are segmented to the employee, so in this case an employee must has the ability to organise all the tasks. Organising power of an employee must be considered by the employer.
8) Perseverance and motivation: Employers want that the employees in the organisationto be pervasive and motivate and also in case of work being done by other employee in the organisation. Working for an organisation has many challenges and need to show that employee is kind person even when the things found to be tough and hard.
9) Ability to work under pressure: In an organisation the employer want that the employees are able to do the work under pressure and cap[able to handle the situation easily and the ability to keep calm in the crisis and not be overwhelmed or stressed.
10) Confidence:In the workplace confidence indicates that employees are more knowledgeable and efficient, it is the balance between capabilities but not arrogant. So confident workers are more effective for the organisation and it put confidence to the colleagues and the company as well.
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Figure: Top Ten Skills of Employee
Source: Author

[bookmark: _Toc512807050]Other important skills that recruiters look for

The Institute of Student of employers (ISE) in 2017 annual report, former name was the Association of Graduate recruiters, identified the new important skills that are the short supply among the employees: managing up means that building the positive relationships among the manager and to all the employees in the organisation and providing support so that they can work efficiently and effectively to the employees for meeting the organisational goals and objectives (Chaddock, 2017). Only 4% of the employees are able to show this skills at the beginning of the recruitment process which was surveyed by the ISE members in an annual report. Another important skills is to recruiters is the ability to dealing with conflict. ISE found that only 10% of the job seekers are able to show this skill. Most of the employers believe that all the required skills can be learnt and developed by the employees in one year, according to ISE.


[image: https://media4.picsearch.com/is?jYSBCpKr0F5nR4VznXZU6ICDmi2wvzVxFFUSJPZa4yc&height=148]
Figure: Other Employee Skills
Source: Sekaran and Bougie, (2016).



In an organisation there are different type’s improvement process are adopted by the employer for the development of the quality required by the organisation to the goals and survive in the competitive jobs market (Berman and et. al., 2012). A well thought of the employee in coincident with the opportunities and specified direction on the skills and knowledge that are required for the organisation and for their career. This creates a win-win situation for the employer and for the employee, with the vast expanded skills set that help to meet skilful tools for the organisation. In the following 5 steps of employee development process are discussed that can work truly for the employee’s performance:
Step 1: Consideration of business goals
Before setting the goals and objectives for the employee’s the organisational goals and objectives must be considered first and then the merge of these goals and objectives may bring positive results (Simon, 2013). Consideration of the long and short term goals of the organisation is the most important than an employee’s skills. If an organisation wants to move a sales person to a district level manager role, in this case the manager whether needs software knowledge. If an organisation can able to identify the objectives, the necessary competencies, skills and knowledge that support the goals are automatically can be identified. If the business go through the growth area then the organisation need additional leader and the skills. Does the current employee have the required skills and capability, desire to learn these skills for the roles? Developing the bridge between the gap of employees skills set and the skills that are required for the coming future.
Step 2: Talking to the employees
Never thing that as an employee you know all the things of the employee, their skills, career and aspirations are same. Talking to them about the better understanding of their career goals and objectives and suggestion is the main thing now-days. Discussion with the employees about the current position and challenges those are faced by the employees, in what positions they feel more burden, what are the benefits of training of the new employee and monitoring them in a proper way. Some of the employees in an organisation develop their goals and assessment target with the organisational context; they are basically important resource for the organisation (Daft, Murphyand Willmott, 2010). Some of the employee doesn’t feel that importantly, in this case potential guidelines are required for the employee for the implementation of the organisational goals. 
Step 3: Recognise of potential vs. Readiness
In the process of assessment of the employee, it is very important to remember that there are difference between readiness and potential. One has the potentiality to become a super manager, but the question is that they are ready to do the job. So the readiness is the most important for any organisation, there are different types of employees and they have different types of potentiality. So in the organisation, as a part of the human resource management of the organisation, the management or the employer must create the required environment and support for them to implement their potentiality.

Step 4: Considering all types of developmentandtraining
Now one employer knows that what are the objectives, it is the time to figure out how an employee can acquire skills and knowledge (Sekaran and Bougie, 2016). Development programs should not be expensive and numerous functions. Formal classroom training and different types of online courses, those can be helpful for the team to foster their talents. Most of the employee need deeply learning and skills or knowledge, and there are different types of development process, are:
a) Stretch of projects and assignments
b) Direct working with the subject matter
c) Coaching and mentoring by one-to-one
d) Networking group by locally
Step 5: Creation of plan for before, during and after
In an organisation for developing the quality of the employees, employer must work for the development of the employee’s quality in a continuous process (Sallis, 2014). Because knowledge and experience are the things those can be acquired in one days or a short time. In the process of development of the employee’s quality it may be fruitless if the objectives are vague. Make sure that these in what reason these are required for the employees. So in the recruiting process, during the working process and after the recruiting processes the development phase of the employee must be consider and continue for the organisational profits.

Figure: Employee Development Process
Source: Author



[bookmark: _Toc512807051]
Conclusions
Employees performance in the organisation is the main driving force for the company to success in the market, because all the tasks are basically being done by them and the performance of the criteria those can add value to the organisation. So in this section all the qualities of the employee must have and the development process of these are discussed by the assignment. This assignment is important to explore the quality of the employee in the first stage and the organisational role for the development of the quality to meet the organisational goals and objectives.
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[bookmark: _Toc512805549]Introduction 
This task is designed to provide a solid understanding about the employee’s skills those are very important in the perspectives of the organisational performance and evaluation. And what are the importances of these skills in the perspectives of an academic student. Then the skills gap will be introduced, what are the impacts of the skills gap in an organization, identification of this gap and the evaluation of these gaps in terms of the performance. What are the possible suggestions for the skills gap and by how an organisation can take corrective actions for the development of the performance gaps.











[bookmark: _Toc512805550]Development of Academic and Professional Success by this module
In order for entering a student to the workplace or for the higher education, different types of degrees are offered to the employees to the employees in the organisation and these are basically help them to foster the quality and performance of them in the educational area and for the professional area as well (Brown, Bull and Pendlebury, 2013). In this module different types of professional skills are discussed, which are basically helpful for the competitive jobs market. Some of the skills those are helpful for the students also because all the employees are basically one kind of learners in the business consequences. These tasks will help the students their academic area by focusing on the important area in the academic session, strategic, technical and supportive actions those will be helpful for them in the future. This module will helpful for the academic and employee’s coincidence purpose are:

1. [bookmark: lab][bookmark: problem]Critical Thinking and Problem-solving skills: In this module all the related skills of the employee those are very important for an employee to enter an organisation and by how they can improve their performances are discussed in different segments (Sanghi, 2016). Which help the students to implement for the career opportunity of the new academic students?
2. Communication skills: As far this requirement the communication skill is the most important for any kinds of employees in the organisation and for this different type of workshop and motivations are given to the employees in the organisation, so in the academic stage the students must put importance in that skills an acquire the knowledge of information about the different types of communication skills and the different types of technology those are used for the improvement the communication  and presentation skills (Kerzner and Kerzner, 2017).
3. Team skills: Most of the organisation takes importance on the team performance because the team performance motivates all the employees in a organisation to implement their knowledge, skills and competencies in the competitive way. In a team different types of employees are, so the level of capability of them are not same, so in a team all the members knowledge is balanced by each other. And for the students in academic life this module helps to work in a team and improve the performance.
4. Ethics: Ethics are the norm, believes and values that are captured by the employees in an organisation in some continuous ways and motive for serving the people in proper ways by providing superior services to the customers in an organisation (Harper, 2015). And all the academic students are motivated by these jobs done by the employees in an organisation.
5. Acquisition and management skills: In this module different types of managerial skills are introduced which are helpful for the managing the entire odd situation smartly and efficiently. In this regard this task will be helpful for the employees who are searching prestigious jobs and to be a skilful worker. And by this lesson the students are able to be concern about the required managerial skills and strategy.
6. Career preparation: In the career preparation of the employees in the competitive market, there are different types of skills those are required for the different types of prestigious jobs, so this module will be helpful for the new employees, who are seeking the desired jobs and incentives (Gee, 2018). In the perspectives of an educational content this will help the students for providing the necessary guidelines to a successful employee.
[bookmark: communication][bookmark: team][bookmark: ethics][bookmark: chemical][bookmark: career]
[bookmark: _Toc512805551]Skill gaps?
There are a term that is used in the workplace called ‘skills gaps’ in many organizations and industry (Sekaran and Bougie, 2016). However in the workplace performance is the most important thing, in this case skills gap is the most important measurement that can be helpful for the organization to adjust all the required skills that are necessary for the development of performance of the organizations. It is the best detriment for attaining the organizations goals and objectives.  There is basically no any definition of skills gap, but in the general sense it can said that the lack of performance in the work context because of the lack of skills of the employees or the development thereof. On the other hand it can be said that the gap between the standard and actual performance. In the short term strategy the organizational goals are the bridge to these gaps through the different interventions such as organizing, development and training etc. the immediate goals of the business is to mitigate the effect on business as soon as possible. But in the long term these gaps are improved by different steps and rectifying root causes.
[image: 5 Approaches on How to Identify Skill Gaps at Work - eFront Blog]
Figure: Skills Gap
Source: Nikos Andriotis, (2017)
[bookmark: _Toc512805552]By how Identify Skill Gaps in Workplace?
In the process of identifying the skills gap, the first step is to identify the performance of the employee in a closer look, this process involves the collection of data for identifying the competency gap and finding out the toot causes addressing these gaps effectively (Rothwell, Hohne and King, 2018).In this method the administering process may cause severe consequences for the selection of wrong approach, when the questions come to implement the training, operational and development process. And for this the company should focus on the data collection methodology for identifying the skills gap for the special area to workplace. There are different methodologies are used to collect data from the practical ground, at least three types of methodology are used, these can not only bring different perspectives but also provide different types of insight on the real causes. And for this multiple data sources are used to cross validate data, confirmation analysis of result, and ultimately rectify the skills gaps. Training is the most effective approach of measuring and correcting the skills gaps, the competency required to meet the gaps of the skills it is a best approach, because it determines the training and development approach of the gaps not only in short run and in also long run, it also affects training and development strategy.

Here five approaches will be discussed that can solve the skills gap and performance:
1. Indicators of key performance (KPI): In the business performance the key performance evaluation measures the contribution of the person to the business by an employee. It also determines the compensation, rewards, benefits and career progression and the retention of the employees. KPI is very accurate in the evaluation of the performance gaps and the competency gap of the employee, it is the best sources to identify the performance of the skills gap, and individual has some issues to the KPI (Rothwell,  Hohne and King, 2018). In this process the isolated work will be remediated with the proper supervision and guidance of the experts and in the process the main thing is that is to watch out the performance and gaps among these and taking the corrective actions in this regard.
2. Employee Assessments: It is the excellent way by which skills gap can be identified. By how an employee be assessed, it is the matter of question. Test and quizzes are used to measure the assessment of the employee and other practical methods are used to assess the performance of the employee. One key issue is the basement of the assessment of the employee performance on the work related context for identifying the actual skills gap. So the employee assessment is the direct method of improvements of skills gap.
3. 360-Degree Reviews: Another effective approach method of identifying the skills gap is feedback, there is a method called 360-degree review (Sanghi, 2016). The feedback from the employee’s performance is getting from managers, peers and direct reports of the employee. And in many times includes clients, vendors and customers as well. For gathering data the appraisal method can be adapted instead of getting feedback from the employee. The feedback among the employees themselves is also important, and the employee who are asking to others that what skills are needed to perform the specific tasks. The efficient one is to use the survey because this is easy to create and deploy, and easy to use.  Other approaches include the group discussions and the interviews. This may take more time because it needs face to face interaction, allows the interviewer to ask the follow up questions or have the responds of the interviewee. The 360- degree approach is a good approach for getting qualitative data. Because all the quantitative data cannot tell the entire story. One of the pragmatic steps for finding out what are really happening are asked to the employees who are directly related to the business operations.
4. Observations: In the work place there is a most important issue is that the management concept that posits the understanding of the common issues and for this an organization has to spend a lot of time for the front line (Landry, 2012). This practice is very important because, it gives the employee- the data collector, e.g. the first hand experience that is going to the employees work environment (Landry, 2012). Observation of the employees at the workplace is the perfect opportunity to find out the different criteria that are directly related to the performance of the employees and apparent skills gaps, because all the numbers are not capable to tell the entire story. In the first hand observation helps to find out the employees ‘the missing pieces’ not only the information that is found in KPI and in the feedback of the employee and to help you piece the skills and puzzle gap together. More insight of the real situation can be obtained from observations by the management. There is some more insight that can be discovered some real information or the root causes, which are helpful for finding out the skills gap and corrective action and visible to the staff.

[image: 5 Approaches on How to Identify Skill Gaps at Work - eFront Blog]
Figure: Observation
Source: Landry, (2012).



5.  Benchmarking Performance:  Benchmarking the performance of organizations of the top performer of the organizations is the approach of measuring the skills gaps of any organization (Katzenbach and Smith, 2015). This method sets the point of references on which the needed skills are performed in the workplace. In this methods of performing the skills gap the action taken for the gaps identified, this process draws a practices from the employees, to add this, it gives a demonstration of the competencies of the skills at the workplace, this provides a skills, in turn provides templates, e.g. an employee soft skills for the required workplace. As a part of the short term business strategy, as a part of the benchmarking the competencies that acquired by the employees, are compared to the competencies that are not gained by them, and then making a template of these gaps and finally the appropriate interventions are taken. As part of the long term business strategy, the organization can segment the employee into cycle on the proven template, which focuses on the benchmarking performance and then train, develop the employee’s skills as directed before. Then the assessment of the performance using this template and the process of reward if the employee’s performance fulfills the benchmark.
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Figure: Identification Process of Skills Gap
Source: Author


[bookmark: _Toc512805553]Conclusion 
Employees are the main driving force of the organization, if the employees are more skillful, then the performance of the employees and finally in terms of the organisation are automatically developed and fostered. In this term the main problem is the skills of the employees, and in the organisation different types of employees come, so the levels of skills are not same. In this module the skills of the are required for the employees and what are the importance of these to a academic students. The suggestions in case of skills gap of the employees and the suggestions in this regard are discussed in this assignment.
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