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1. [bookmark: _Toc66987119]Introduction
This report is meant to prove the importance of the employability skills, looking at their development in the workforce during the last few years. The report will start by analysing some of the most searched employability skills, such as Resilience, Time Management, Resilience and Digital Competency. Then, they will be examined in the nowadays context, looking for proof that shows if they have changed, if yes, why they have changed, and finally, to conclude if they are still as important as they were. 
The employability skills refer to the abilities possessed by a person that are necessary at the workplace (Lowden et al.,2011). The employability skills are usually the same in different domains of activities, but they can change along with the improvements made in each domain. A relevant example here is the Digital Competency, which wasn’t always an employability skill, especially in the times where the technology wasn’t yet available at the workplace. 
The studies around employability skills in the past years proved that the employability skills are extremely valuated, with employers trusting more the employability skills of a candidate than its academic results (Finch et al., 2012), but the term ‘employability skills’ might be quite unknown for candidates, most of them not being aware that they possess these skills (Strachan, 2016).  In addition, while the employers are the ones who are looking for the employability skills in candidates, on the other hand, the candidates must pay attention at achieving the employability skills required for the desired position. With other words, if candidates have the best academic results but they do not possess the employability skills needed for the specific role that they apply, they will lose the opportunity in front of a candidate with employability skills but with a mediocre academic result, and this is the main reason for which candidates must work to achieve those skills required from their future employers. 
2. [bookmark: _Toc66987120]Employability skills in today’s workforce
In today’s workforce, the employability skills are a constant need for every company. These skills, also known as generic skills or essential skills, are required at both entry-level and established employees (Suarta et al., 2017), and they are also necessary for a successful career in the 21st century workforce. Between the most required employability skills of the 21st century, the most frequent seen are Resilience, Time Management, Emotional Intelligence and Digital Competency, and employers are keen to hire the candidate that possess all these employability skills. 
Resilience
The most used definition of resilience is part of the Regional Refugee Resilience Plan from 2017, and it states that, in regard to individuals, the resilience is ‘the ability to withstand shock and stress’, recover from it and work towards the achievement of sustainability (Chapstick, 2018). With other words, the resilience means the ability to adapt to stressful situation and use the experience of those situations to prevent to happen again in the future, and to share the experience in order to obtain sustainability. At the workplace, however, the resilience is essential due to the fact that there are always changes or adversities to overcome (King et al., 2015), and a team with resilient people can adapt faster to change than other teams, where the resilience is not the strongest point of the team. 
In 2020, Forbes released an interesting article regarding the resilience at the workplace and what is the behaviour of the resilient employees, showing in this way why this employability skill is highly important (Gleeson, 2020). The article offered three perspectives regarding the resilience: 
· Challenge – resilient employees see the challenge as an opportunity to grow and to learn a valuable lesson. 
· Commitment – resilient employees take full ownership to their action, to ensure that all the targets are achieved.
· Control – resilient employees spend their time focusing on actions that have the best and positive impact over the overall company. 
To summarize, the resilience is important at the workplace because the challenges will be embraced, instead of create panic between the employees, the consequences or the actions will have full ownership and the positive atmosphere at the workplace will always exist. In addition, having resilient employees will make the changes feel like an improvement, rather than having a negative impact, and all the employees will focus on the positive elements. 
While there is not a secret recipe for employees or candidates to become resilient, the American Psychological Association (2012) suggested some actions that people might take in order to naturally build their resilience:
· Develop realistic goals – a very useful tool for this is the usage of SMART goal theory (Aghera et al., 2018).
· Exchange learnings from experience with others – this can be helpful for individuals to feel that they are not alone in a specific situation.
· Be proactive – this can mean to focus on solutions rather than problems, and to start solving the issue instead of ignoring it and waiting for it to pass. 
· Accept change – be comfortable with the idea that everything is changing, and difficult times might come, and there is no way to stop them, but every person can choose how to deal with difficulties. 
· Learn from past experiences – this means that a situation can repeat, but it is important to learn from it in order to solve it faster, because a person cannot expect to do the same thing over again and to have a different outcome, the outcome will be the same if there are no learnings or changed actions. 
Time Management
It is understandable that time is not a resource that can be changed, because there are only 24 hours in a day, but what is meant by time management is the ability of a person to effectively use the time frame given to successfully finish as many activities as possible (Tanrıögen, Işcan, 2009).
A good time management means that a person can have control over their actions and the knowledge on how to prioritise the workload (MindTools, 2021). At the same time, it was demonstrated that the time management have a direct impact over the stress at the workplace, meaning that a good time management can reduce the risk of stress, while a bad time management can increase the level of stress (Abd-Elmoghith, 2019). In addition to the stress level, the time management impacts the quality of work as well. If the time management is good, the quality of work is increased, and all the deadlines are met. On the other side, if an employee has poor time management, the quality of work will not be satisfactory, and the deadlines are usually missed (Jahanian et al., 2012). 
The most successful way for a person to develop a good time management is by using external aids (Francis-Smythe, 2006). This means that a person can use different tools like alarms, calendars, to-do lists or weekly planners, to help them organise their work, to become more productive and to never miss a deadline, which in other words means that they will practice good time management. 

Emotional Intelligence
Emotional Intelligence can be defined as the ‘self-perceived ability to assess and manage the emotions’ (Serrat, 2017). Daniel Goleman (1988) brings into discussion the fact that there are five important attributes of Emotional Intelligence, and that the individual that possess them all is fully emotionally intelligent: 
· Self-Awareness – recognising different emotions and their effect, recognising strengths and limits, and appreciation of self-worth and capabilities.
· Self-Regulation – managing impulses, maintaining the honesty and integrity, taking responsibility for actions, flexibility, and innovativeness.
· Self-Motivation – constant improvement, commitment, initiative, and optimism.
· Social–Awareness – empathy, service-orientation and helping other to develop.
· Social-Skills – persuasion, communication, initiate or manage changes, conflict management, teamwork. 
In other words, people prove that they have emotional intelligence skills if they know how to manage their emotions and to motivate themselves, recognise and understand other’s people emotions and know how to manage their relationships.
At the workplace, being emotionally intelligent is necessary, because all the employees must know how to control themselves and to adhere to the company’s policies, in order to persevere in their career, harmonious work with their colleagues, and create a safe and friendly work environment for them and for their colleagues (Ryback, 2011). 
The best example to prove how important the Emotional Intelligence is at the workplace is the discrimination. Einarsen et al. (2020) proved in their book that the bullying at the workplace is more frequent nowadays, especially with the latest changes in regard to gender identity. They argued that the reason behind the bullying is that the employees do not possess the Emotional Intelligence skill, which makes them to lose control, act on impulse and not taking into consideration the feelings of their colleagues. They also brought to attention that the emotional intelligence can be learned, and that constant trainings should be available at the workplace, to avoid discrimination. 
MindTools (2021) proposed a set of actions that people can do in order to train themselves to become emotionally intelligent:
· Think before action – because it is important to learn how to control the emotions and to not act on impulse. 
· Use humour – because this can help reduce the stress and create new relationships at work.
· Be mindful at the nonverbal communication – because this can show the emotions in an unconscious way. 
Digital Competency
The digital competence represents more than knowing how to use a computer or its applications, it means to know how to use information and communications technology in compliance to the law, pay attention at the safety of the information used, and understand the importance of the information and communication technology in society (Janseen et al.,2013). 
In the global context of the Fourth Industrial Revolution, the world, especially the workforce, was forced to forget what they knew until that moment and start using digital technology in their day-to-day life, as well as at work. In this scenario, the digital competency became a must between employees, because this Revolution brought new equipment, new software, and a more digital-controlled world (Choi, 2018).
Since the digital competency became a must skill at the workplace, it was important that everyone possess it. In order to ensure that everyone will have this skill, the employees, along with students, were asked to join trainings that will give them the needed knowledge and will ensure their future in the workforce. An example of this action is given by the Welsh Government, which released in 2018 a Digital Competency Framework, which was addressed to the entire population of Wales, in order to provide them the knowledge needed. 
3. [bookmark: _Toc66987121]The development of the employability skills
There were two main changes in the last few years that impacted the employability skills. The first change was represented by the Fourth Industrial Revolution, while the second change was produced by the COVID-19 pandemic. 
The Fourth Industrial Revolution brought massive new changes, which had a tremendous impact on jobs. The manufacturing industry was affected by automatization, while the high-level jobs were affected by Artificial Intelligence. The main benefit of the Fourth Industrial Revolution at the workplace was the increased productivity, with people managing to use their resilience to create a good time management, while learning how to use the digital competency (Prisecaru, 2016). In this context, it is not arguable that the most needed skills were the resilience, because people had to adapt fast to all these changes, the time management, because they needed to reach the global goal of increased productivity, and digital competency, because they needed to know how to work with the new technologies. 
On the other hand, an even bigger challenge for the world was the 2020 pandemic, which forced everyone to forget about everything they knew and to adapt to a new normal. The main impact that the pandemic had, and still has, over the workforce is represented by the work from home. In this context, the human resources specialists hurried to discover the new employability skills that are needed to successfully work from home. Buheji (2020) argued that there are five new employability skills that will be required, but that they are also subject to change, depending on the global context:
· Proactiveness – this means that the employees must prepare in advance for an unexpected challenge.
· Preparedness – this focus on the quality of preparation for an unexpected challenge.
· Pulling-together – this means that the co-workers must always exchange ideas and work together to create a productive environment. 
· Problem-solving – this focus on the capacity of an employee to find the best suitable solution for a problem in the fastest time. 
· Publishing – this focus on the employee’s ability to share feedback and ideas of self-improvement. 
By analysing the two main events that occurred in the last few years, it can be easy to argue that the employability skills are in constant change, as the world. They will continue to change because the world will always find ways to improve, to know more and to live better. 
4. [bookmark: _Toc66987122]The importance of employability skills
As it was proved before, the employability skills were, and will continue to be an important part of the world. Their importance is not changing overtime, but the skills. If two years ago, the time management was an essential employability skill to have, by the time the pandemic was at its peak, the recruiters focused on people that are capable to effectively solve a problem. This represents only an example, but it is essential to mention that the employers will always look for people that will help the organisation grow and to be productive. This is the main reason why the employability skills are always important, even though they are constantly changing according to the world’s needs. 
5. [bookmark: _Toc66987123]Conclusions
In conclusion, it is important to mention again that the employability skills are more important than academic results. At the same time, in the 21st century, there were many employability skills that were important, but the main focus was on Resilience because people must adapt fast to changes, Time Management, because people must increase their productivity, Emotional Intelligence, because the workplace must be a safe and harmonious environment for everyone and Digital Competency, because there are always changes in the technology used. 
There were also important global events that affected the employability skills. The Fourth Industrial Revolution had the purpose to increase the global productivity using advanced technology, which made the digital competency a desired skill. The pandemic made everyone to learn how to work from home, which brought a new set of employability skills, one of the most important being the proactiveness.
To conclude, it was demonstrated that the employability skills were and will remain important and no matter how much the world will change, they will always adapt. 
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