Constantin Mihaloiu


1.0 Introduction

Covid 19 is one of the recent pandemics that has changed how life runs and extended to various aspects of life. Subsequently, the human race has embraced it as the new normal, incorporating many changes and ideas. Insofar, the Pandemic has seen many careers and opportunities disrupted or even some completely shut down (OECD, 2021). As a result, many skills are needed in the work environment to help the organisation achieve its set goals. With the Pandemic around the globe, employees must find a way to navigate through such trying times. This report seeks to unravel the impact of Covid -19 on employability skills. The term employability skills refer to a person's needed skills to work in a job. Some of the employability skills include but are not limited to communication and interpersonal ones, team working, being self-motivated, and resilience, among others.



2.0 Main findings

According to Covid, 19 disrupted the hiring nature of work in many of the Organisation for Economic Co-operation and Development (OECD) countries. Countries such as New Zealand, Australia, Canada, the United Kingdom, and the United States have changed their employ preferences due to Covid 19 effects. These nations had to change preferences in the job market to suit the Covid -19 requirements. According to study findings, the above nations reduced the number of employees with basic levels of education by 40% and increased high-skilled workers by 25% (OECD, 2021). The shift in numbers points to the need for more skilled workers who understand the nature of the disease and how it spreads. Further, the skilled workers in the OECD nations are more informed and can work with less supervision needed. 
The coming of the Covid 19 has seen an increase in the number of frontline workers than in any other time in human history. The online averts, mainly from January 2020, were full of adverts of more skilled healthcare workers, online trade, retail trade, and delivery services (OECD, 2021). The human skills needed during the Covid-19 have been mainly on those who can work online, communicate effectively, and coordinate services delivery without physical contact. Online skills and healthcare services increased by double figures in most parts of the world. Employees with qualifications in online service delivery, effective and timely responses on online stores received more jobs. Therefore, during the Pandemic in the OECD, the employment skills required more qualified online operations than average office skills (OECD, 2021). The changes in job demands by businesses and jobs were mainly due to the containment measures on the spread of the Pandemic.
Further, the governments fostered and, in some cases, sponsored short-term development skills to cushion against Covid effects. For instance, the governments in the OECD allowed for effective retraining and up-skilling policies for the low-skilled workers in places of employment. The training is to help the job seekers or employees to adjust and do their work as per the pandemic regulations (OECD, 2021). Skills such as stress management video calls during the meetings and training are done per Covid protocols. Skills such as patience, resilience, and adherence to protocols have become the order of the day, as per Covid-19. Many employees follow Covid protocols to ensure limited or no spread of the virus while at the same time learning the highlighted skills. 

2.1 Development of digital skills

The Covid-19 Pandemic has led people to learn new ways of having meetings and doing jobs. As a result, the employees have been forced to learn new digital skills to keep up with Covid protocols. The use of robots, among other digital operations, has disrupted the normal routinisation of workplaces. For instance, the low-skilled and low routine occupations such as communicating with others at physical levels have been reduced. In addition, the morning assemblies and parades were disrupted by Covid protocols (Chun, Comyn, and Moreno da Fonseca, 2021).
More over, the automation of services in manufacturing servicers increased, thus limiting human skills such as critical thinking and reliability. The automation and use of robots, among other things in manufacturing and other employment, has led to less dependability on employees. That is, most employees were retrenched or laid redundant, thus having less influence on the work. Additionally, the relations where teamwork would be needed have been taken out as people work from home. Currently, most people have resorted to soom meetings and Google meetings for carrying out office meetings. With online meetings, fewer interpersonal skills are exploited with people attending meetings virtually (Jeske and Axtell, 2018, p.113). On the other hand, the employment in non-routine jobs such as driving trucks during the Pandemic has led to the development of socio-emotional skills. Employees who remain working physically have been forced to adopt social skills that are considerate of customers. Social practices such as handshaking have been limited. However, the employees must develop social-emotional skills to interact with customers (Chun, Comyn, and Moreno da Fonseca, 2021). Generally, with limited social interactions with customers, the non-routine jobs have developed public relations ideas such as nodding in adjustments to Pandemic. 

2.2 Core Skills and pandemic

The use of ICT to boost core work skills has also been on the rise during the Pandemic. The use of core skills extends to effective communication, problem-solving, teamwork, and learning. In addition, during the Covid Pandemic, employers have been forced to adjust to the use of job-neutral digital skills, job-specific digital skills, and job-neutral soft skills (Dean and Campbell, 2020, p.355). 
Learning from the technological use of various machines such as laptops, among other gadgets, increased to meet the 'work from' home protocols. Many employees had to learn how to adapt to changing the VPNs, virtual meetings, and having actual time production in the workplaces without visiting the offices. Job-neutral soft skills such as communication, analytical and critical thinking, and creativity have been digitalised (Chun, Comyn, and Moreno da Fonseca, 2021). Many companies have limited the physical meeting, thus resorting to digital skills in presenting presentations. In addition, the employees have embraced using ICT to share and communicate using gadgets (ACWICT, 2020). Although before the Pandemic, there was the use of ICT in offices, the comings of the Pandemic have led to more use of ICT. For instance, during the Pandemic, the use of ICT in developing countries was not digital-ready (Banga and te Velde, 2018, p.55). This is reflected in the reduced number of production among companies with fewer digital avenues. As a result, the employees find it challenging to apply the critical analysis of work from ICT use. Moreover, many employees faced user challenges, thus limiting their production as they had to learn, know and adjust. With ICT and online services, employees have adopted online learning and training rising to occasions. In the end, the employees have learned new digital skills to keep up with the Covid-19 changes in workplaces (Chun, Comyn, and Moreno da Fonseca, 2021).



2.3 Flexibility and adaptability

The ability to be flexible and adapt to the new normal of Pandemic is one of the skills that most of the employees have learned. The last few months of the Covid-19 has seen many people adapt to working from home, keep their distance, wear a mask and avoid physical contact. These practices were not in place earlier. However, employees have adapted to such practices. According to L (2021), millions of employees worldwide have seen stark people work from home, adapting to office work carried home. The production needed by the companies remains the same regardless of the work policy to work from home. As a result, the employees have learned the skill of flexibility to work from home.
Although work from home has its challenges, there is a possibility that post-Covid-19 many organisations would still consider it (Cohen, 2020). This is because production levels are being met while at the same time organisations have saved on many expenses. Practically, many workers have adapted to the Covid -19 work policies by setting office tables and workstations. These actions of the employees show an open mindset, prioritising of and being flexible. At some point, the employees have taken extra responsibilities by going in their pockets to install facilities such as the internet to work from home. The idea of working from home was installed to limit the spread of the disease. However, it has enabled employees to be flexible from everyday office routines (L, 2021). Therefore, one can authentically say that employee's skills, such as being flexible and adapting to new situations. Flexibility and adaptability skills are necessary for making a good employee. 

2.4 Leadership skills

The need to give direction in workplaces is essential as it allows employees to have a sense of direction. Leadership skill, like any other employee skill, has been impacted as well. On the verge of Covid 19, leadership skills are not practised commonly in managing or supervising others. However, leadership skills during the Covid 19 have been applied in good and effective communication with other employees. Additionally, the leadership skill has been expressed through encouraging others creation of self-awareness and being accountable for one's health (L, 2021). The Covid 19 pandemic has demonstrated leadership skills in managing situations and the social part of life. Most employees received or continue receiving encouraging messages of encouragement and donations from their leaders. Therefore, Covid 19 has increased the sense of communication among the leaders at work. Many of the heads of departments do calls and write messages on work and throw in messages concerns in the end (L, 2021). The messages and communication have been improved to include emotional intelligence to encourage and show unity for employees during hard times.
The Covid 19 has sharpened specific skills among employees, but it has also created some concerns. One the Pandemic created disruption on learning and training among the people across the globe (Kelly, Moore, and Lyons, 2022, p.69). The reduced training of the employees means that the employees with needed skills will be limited at some points. Even though most organisations adopted online training on work skills, this was not enough. Online training lacks the personal touch and direct engagement when it comes to emphasis on specific work areas (Kelly, Moore, and Lyons, 2022, p.69). The employees sometimes get distracted by various network or family chores, thus reducing concentration in the online training. With Covid-19, pandemic physical training and benchmarking have become a thing of the past. Therefore, it is so hard for employees to adopt specific skills such as proper assessments. 
Critical thinking has also been impacted negatively as many people had to rely on public information on the diseases. In the age of technology where thousands of information keep streaming on, employees have faced contrasting ideas (Kelly, Moore, and Lyons, 2022, p.69). The existence of many pieces of information creates doubt and calls for a rethinking of decisions, thus leading to mixed up. Further, the Pandemic has led to disruption of meetings and teamwork in many parts of the world. Although people still work as per the departments, the t lack of physical meetings and exchange of ideas in boardrooms have been reduced. As a result, teamwork feels more like individual work submitted to impress the whole team. Teamwork is at its best if everyone feels involved and engaged by other members in a central place such as an office (Gill, 2020, p.146). Communications have also been limited to messages and official communication handles such as email. Employees are therefore limited to routine and one channel of communication, making them operate like machines. That is, it has become challenging to engage colleagues on matters other than work issues.



3.0 Conclusion

Covid -19 pandemic impacts on employability skills range from positive to negative ones. As per this research, most employees gained various skills to adapt to the Pandemic. Depending on the nature of the work environment, employees have been impacted differently. The use of the digital platform has formed the primary area where employees gain skills. Employs have sharpened their communication, thinking, and leadership skills, among others. The Pandemic also has limited teamwork with each individual restricted by Covid-19protocols. Organisations have then resorted virtual meetings to meet the office activities which in turn has been used to build skills. 
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