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[bookmark: _Toc89104514]1.0 Introduction 
This essay aims to explore the impact that Covid-19 has had on employability skills. For that, the essay will consider the importance of employability skills for the employer and the employee. This essay will also examine how the required employability skills have changed since Covid-19.  
Employability skills are transferrable skills that an individual requires in order for them to be considered "employable" in the workplace. It contains topic knowledge and an understanding of good technical skills, from which employers can construct a set of talents that they desire in an employee (Suleman, 2018). Employers, in general, have a desire to train their employees in the job-specific abilities required for the position. Therefore, employability is an important component of an employee's professional development. Aside from that, businesses and organisations invest a significant amount of money and effort in training their employees, which might include broad and fundamental skills as well as job-specific abilities (Ornellas et al., 2019). As a result, these skills are highly appreciated by organisations and employers, and trends in employee development in terms of skills are important for advancing one's career. While having a strong degree in a relevant profession is unquestionably significant, the value of employability skills can aid in the establishment of careers (Suleman, 2018). 
[bookmark: _Toc89104515]2.0 Main Findings 
[bookmark: _Toc89104516]2.1 Have employee skills changed since the Covid-19 pandemic? 
[bookmark: _Toc89104517]What Employability Skills were seen as important as in the Pre Covid-19 pandemic?
In the current crisis of Covid-19, the organisations are forcing their employees to change their way of work by developing skills. Despite initial fear and pressure, the organisations and employers create long-term considerations regarding employability skills (Dyki et al., 2020). Although, changing technologies and new ways of working have disrupted the skills of employees and the transferable skills (Papadopoulos et al., 2020). Almost 87% of the employers have pointed out the workforce gap due to these crises as per Mckinsey Global Survey (Mckinsey Global Survey, 2020). The pandemic has forced employers to develop rapid changes, conditions in terms of remote working and business model, which has, decreased and make avoidable for the employers to focus on employability skills. 
In Pre Covid-19 Era, generic employability skills are crucial for an employee's capacity to compete in the labour market on a global scale. Employers are continually searching for versatile employees, prepared to take on responsibility and capable of performing a range of duties in several environments consequently (Ornellas et al., 2019). In the pre-Covid-19 era, highly competitive employment market, it is important to distinguish oneself from the competition. Employability skills can assist both the employee and the employer in accomplishing this. In addition, it is important for many businesses to make final recruiting selections based on the additional talents that candidates can bring to the job, as indicated by Narayanamurthy and Tortorella (2021). 
The consensus theory of employability suggested that being able to display high employability skills to an employer is also important because it could lead to him or her being a good hiring manager in the future (Sharma, 2020). In Pre Covid-19 Era, the important skills consider that education and experience may only be sufficient to qualify for a position; nevertheless, to be successful in most tasks in the field of new technologies, employees must develop soft skills such as communication, teamwork, and problem solving (Yawson et al., 2020). These soft skills will enable the employee to perform the duties of his or her position in the organisation to the best of his or her' employability skills.' As previously stated, it is important for employers and organisations to essence their behaviour with the help of good employability skills, which are a necessity of every job description. This was done by applying the employability skills measurement model (Yawson et al., 2020).  The essential attitude will allow employees to advance in their professions. As per Azmi et al. (2018), employers value employability skills because they regard these as indications of how employees get along with other employees and team members and customers and how efficiently employees are likely to handle job performance and career success.
Similarly, employers value the specific and unique attribute in the employee; it is due to the requirement for the productive and smooth function of an organisation. Due to this, employers need to spend money and time to develop these foundations and employability skills (Belwal et al., 2017). As indicated in Tsitskari et al. (2017) study, communication and interpersonal skills are employability skills developed in the pre-Covid-19 era, which express the employee's opinion and idea efficiently. In the pre-Covid era, organisations usually adopt the Transaction Model of communication in the application of communication in the workplace. This can include soft skills such as listening and understanding the communicator to generate social realities and relational and cultural context (Xenikou et al., 2017). At the same time, problem-solving skills are also important for an employee to think logically and find solutions to shortcomings (Nelson and Squires, 2017).  The finding of this study further elaborates on employability skills like self-motivation, which is also important for bringing innovations and ideas to display their enterprising skills. Majid et al. (2019) also support that working under pressure is important for the employee to deliver the best performance within deadlines without stress. Therefore, employers need to highlight and develop these employability skills through training and interactive workplace sessions.  
According to Cairns et al. (2021), organisations and employees want employability skills such as communication because almost 1400 UK employers are targeting communication skills as the key attribute of the employee pre-Covid-19 era. At the same time, 40% of employers rank communication skills as their top three attributes. Similarly, 68% of the organisation arrange training sessions in terms of effective communication in their workplace. On the other hand, problem-solving skills are important employability skills for employers to identify and train the potential employee because 50% of the business has variability in their business model and depends on their effective decisions (Limond et al., 2019). Therefore, these employability skills depend on the goals and objectives of the organisation, and both employees and employers need to maximise the turn of the required objective of the organisation. 
[bookmark: _Toc89104518]What do they look like now? Post Covid-19 
The human civilisation is being confronted with a new catastrophe known as the Covid-19 epidemic. In recent years, many global enterprises have adopted and changed their business models, which have resulted in a global framework of constraints, which is forcibly required in the resumption of operations (Buheji and Buheji, 2020). As a result of these restrictions, employers have turned to technology and talent to ensure operations restart in their places of business. The expectation that most employees will work from home impacts their skill set and personal growth. According to a study conducted by Gill (2020), employability skills have been more difficult to develop because of Covid-19. Recent developments have contributed to employability skills concerns in this pandemic, including being meticulous about where one works, being ready to work, having soft skills, and the quality of education received by new graduates. For example, because of the volatility induced by the pandemic, there is a reduction in the opportunity for employability skills development. During the Covid-19, some firms were forced to close due to scarce workers with the necessary abilities (Coates et al., 2020).
Furthermore, according to Coates et al. (2020), there are approximately 650,000 firms that have closed because of the lockdown's effects, as well as their failure to cope with the development of their talents and their incapacity to pay their employees. Because of these factors, the increase in the employment rate in the United Kingdom has increased by around 15%, creating a difficulty for new employees and companies to meet the new requirements resulting from the Covid-19 epidemic. 
[bookmark: _Toc89104519]Digital competency
According to the findings of Kniazieva (2021), digital competency is an important process in which employees can embrace many technology features that can ease the employees' jobs and help the employees get their productivity back on track. Even though according to digital transformation theory, there are certain barriers to sustaining the multi-dimensional use of technology, such as the implementation of training, there are some advantages to doing so (Nagel, 2020). When it comes to solving the digital issues of learning and development in employability skills, organisations employ diffusion theories since employers are highly focused on the technology components to succeed and adapt to the shift (Kniazieva, 2021).
Because of his or her digital proficiency, the employee has the potential to gain access to information that has been stored in computer data. On the other hand, employers can use transformational learning theory to assist in the adaption of digital competency abilities. Following the transformational learning theory, a framework for understanding the demand of digital competency in the employability skills set is provided. This framework is further explored to enhance the growth process (Adedoyin and Soykan, 2020).
[bookmark: _Toc89104520]Resilience
Employees' skills to be resilient throughout the pandemic is another development in employability skills that has occurred since the Covid-19 era, and it is considered essential in this situation. Resilience is defined as the ability to cope with a specific crisis and specific circumstance emotionally. Resilience has been ranked as the second most important employability skill, and adopting the seven Cs of Resilience model in training has almost completely transformed the development of employable skills (Yıldırım and Solmaz, 2020). As a result, companies are more focused on addressing this model to employees who can learn and develop these abilities. According to the study's findings conducted by De la Fuente et al. (2021), four components can exist in employees: resourcefulness, control, growth, and involvement. Therefore, employers to determine the level of resilience can use these components.
[bookmark: _Toc89104521]Emotional intelligence
Employees' emotional intelligence is a critical employability skill that businesses have embraced in the post-Covid-19 age. According to Moroń and Biolik-Moroń (2021), emotional intelligence is the ability to recognise, comprehend, and control emotional behaviour and responses. Bar-On model of emotional intelligence comprises five measures that measure self-expression, self-perception, decision-making, and stress management, amongst other things. Organisations are using the Emotional Intelligence model developed by Bar-On to build this new employability skill in their employees, giving them the capacity to adapt to new business models (Fakhri et al., 2019).
[bookmark: _Toc89104522]2.2 Why have they changed? 
The changes in employability skills are due to the "Work from Home" strategy. Many organisations and businesses have altered their requirements for employability skills. On the other hand, employees and employers are being physically and emotionally harmed, which results in a drop in productivity (Irawanto et al., 2021). There are advantages to working from home, which can resume the business. However, there are also disadvantages, such as loneliness, a lack of outdoor activities, a lack of separation from one's family, and the cost of implementing new software and teaching employees how to use it (Bick et al., 2020). Therefore, employers are encouraged and compelled to establish new methods and change their employable skills because of these disadvantages. Besides this, there are obstacles for employers in bringing the change in terms of employability skills, such as adopting the use of technology (software), digital competence, resilience, and emotional intelligence, all of which are necessary for bringing about a change in employability skills (Papadopoulos et al., 2020).
It is believed that the Covid-19 pandemic has accelerated the rate of digitisation, which is the inexorable shift in the post-Covid-19 age. When it comes to this shift in employable skills, digital competence is viewed as a required attribute for the future company model. A company's capacity to resume operations and remain viable is critical to its long-term success. Because of the Covid, resilience is now regarded as a change of transferrable skill for both personal and professional practice. It is especially important during a pandemic crisis. Whereas, companies expect their employees to be aware of the circumstance, their emotional reactions, and their behaviour to maintain control of the situation and find innovative solutions to difficulties (Yıldırım and Solmaz, 2020). During the post-Covid-19 circumstance, Emotional intelligence can provide beneficial strategies to cope with stress while also inducing effective communication among those involved. Employees must be able to access empathy, the ability to resolve disagreement, and the ability to overcome hurdles that can arise during a crisis. As a result, it is currently regarded as a valuable employability skill that can potentially mitigate the effects of the Covid-19 pandemic (Fakhri et al., 2019).
[bookmark: _Toc89104523]2.3 Impact on individual looking for employment 
Since the Great Depression, the crisis of Covid-19 has triggered one of the worst decrease in the employment rate. The crisis has impacted the individual looking for employment. Moreover, the increase in poverty and widening inequalities have disrupted the labour markets. As per the study of Lambovska et al. (2021), 4% of unemployment has been seen in the post-Covid era, which significantly decreased by 1.3 per cent compared to the pre-Covid-19 era. Therefore, it has been a significant decrease in the labour markets by the first wave of Covid-19. 
As indicated in Ornellas et al. (2019), the organisations are making operational changes in their business model to implement the new ways.  The new graduate and potential employees face challenges in adopting and understanding the new skill requirement of the organisations. Employers are looking to more focus on developing employees skills to address the impact of the pandemic. As mentioned in the study of Narayanamurthy and Tortorella (2021), the organisation has been limiting their employees due to less work and the use of technology, making work fast and less complicated in terms of the workforce.  Due to these limitations, the individual looking for employment has been facing several barriers in getting jobs (Crayne, 2020). The struggle of individuals seeking employment can only be solved by up skilling the new employability skills that are required by the employers nowadays to cope with the difficulties and impacts of the crisis. As far as employability skills are concerned, employers can create opportunities such as remote training and programs in terms of a changed employability skills set (Goda et al., 2021).  
[bookmark: _Toc89104524]3.0 Conclusion 
For the organisation to be successful, employability skill development must be implemented because it provides the ability to indulge in and be prepared for any worldwide crisis. Furthermore, employees' ability to compete in the labour market worldwide depends on their ability to demonstrate generic employability abilities. Therefore, employers are constantly on the lookout for adaptability, willing to take on responsibility, and capable of doing various tasks in a variety of settings. As a result of the difficulties brought on by the Covid-19 virus, this article has divided time into the before and post Covid-19 eras to understand the change in employability abilities better. Communication and interpersonal skills are among the employability skills that have developed in the pre-Covid-19 era, and they allow employees to convey their opinions and ideas effectively and efficiently. At the same time, problem-solving abilities are necessary for an employee to think clearly and come up with answers to issues that arise. 
The findings of this report discuss employability qualities such as self-motivation, which is also vital for bringing innovations and ideas to the table to demonstrate their entrepreneurial abilities. On the other hand, the "Work from Home" method emerged in the post-Covid-19 era, which incorporates a variety of new employability skills, including resilience, digital competency, and emotional intelligence. 
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