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1. Introduction

Employability skills are transferable skills required to succeed in any job. These skills make someone desirable to an organization regardless of his/her previous training or professional experience. (indeed, 2021). These skills are the qualities which are associated with the personal character or attitude (Mishra & Krishna, 2014). Hence, it is important for job seekers to have employability skills, not just to get a job but also to succeed in terms of job performance and promotions. 

2. Main Findings

2.1 What employability skills are important for employers?

Employability skills are the key skills needed by employers and important for job seekers (Turner D, 2002). Importance of  certain employability skills can change over time. Munadi, et al. revealed that previously only communication skills, cooperation, problem solving, initiative and effort, planning and organizing activities, managing themselves, learning, using technology, and occupational safety and health were important skills required for job ( 2018) but now a days digital competence and emotional intelligence are UK also very much important skills to get a job.

2.2 What are employers looking for?

Employers are looking for several skills however following skills are more important:

1. Digital competence
2. Resilience
3. Emotional Intelligence

Digital Competence


What is Digital competence?

In a modern technical world digital competence is a key skill in order to be desirable to employers. Wales Government website explains that digital competence is the set of skills, knowledge and attitudes that enhance the confident, creative and critical use of technologies and systems. A person with this skill would be a confident digital citizen, comfortable interacting and collaborating digitally, producing work digitally, and confident in handling data and problem solving. (gov.wales, 2018). As most organizations are heavily dependent on technologies now, its vitally important to have digital knowledge.

Why is this important?

New technologies emerging every day and play an progressively important role across the economy and society In current world. Businesses need to continually update their workers’ skills in order to remain competitive. Individuals need to keep up to date with the changing digital landscape. (gov.uk, 2019)

A research done by UK Government’s Department for Digital, Culture, Media & Sports in 2019 indicates that in at least 82% of online advertised openings across the UK require digital skills. This research also shows that digital skills are becoming near-universal requirements for employment. The move up the career ladder from low- to high-skill jobs comes with increased demand for specific digital skills. Acquiring specific digital skills makes career progression as well as a pay rise more likely. Overall, roles requiring digital skills pay 29% (£8,300 per annum) over those roles that do not (£37,000 p.a. vs £28,700 p.a.).


Specific digital skills promote career development. It’s not enough to have only basic digital skills. Job seekers must develop more specific skills in order to maximize success in digital economy. This may include being skillful with digital tools such as Adobe Photoshop for designers; computer-aided design for engineers and manufacturing workers; customer relationship management software for sales and marketing professionals; and computer programming and networking. (gov.uk, 2019)


 
How employers measure digital competence:


1. Employers can look into job seekers previous job experience, educational qualification, IT course qualifications to measure digital competence.

2. Employers can create questioner to survey which job seekers need to answer. In surveys, measurements are mostly directed toward self-reported measures of ICT self-efficacy and digital skills (Hargittai, 2005; Van Deursen & Van Dijk, 2011). To measure digital skills, in most cases, people are presented with a list of skills and are asked to evaluate how well they perform them. The advantages of self-reported surveys are the ability to present a large number of questions on a wide range of skills.


3. Task based assessment can be effective to measure digital competence. Task-based assessment can contain a set of tasks, each task assessed one of the following digital skills dimensions: photo-visual literacy, reproduction literacy, information literacy, branching literacy, and socioemotional literacy. 

Job seekers can attempt these tasks and the results can indicate their level of digital competence. For example, Van Deursen and Van Dijk (2009) developed performance tests of operational, formal, information, and strategic Internet skills. 

Several researches have been conducted to measure the actual level of digital skills possessed by job seekers. For example, Aesaert, Van Nijlen, Vanderlinde, and Van Braak’s(2014) performance-based ICT competence test can measure actual proficiency in digital information processing and communication. (elsevier.com, 2020).




Resilience

What is Resilience?

Resilience is one of the core components of positive organizational behavior. (Luthans, 2002) and defined as a positive adjustment in the face of adversity (Sutcliffe & Vogus, 2003)
It means resilience as the capacity to move on in a positive way from negative, traumatic, or stressful experiences.

Given today’s disruptive and adverse work environment, employers interest in workplace resilience has greatly increased in recent years (King, Newman, & Luthans, 2016; van der Vegt, Essens, Wahlström, & George, 2015).


Why is this important to employers?

In order to prosper and overcome adversity, most organization now identify resilience an  essential factor. In this fast pacing economy, turbulent nature of the environment has caused all organizations, regardless of size, type, level, or location, to undergo dramatic changes. Organizations now experiencing huge competitive pressure and becoming increasingly complex each day. For example, organizations have to incorporate technological advances into their business models in regular basis, meet the differential needs of diverse employees and clients, and deal with changing government policies and regulations. So it’s a challenge for all organizations to severe challenges and adversity for individuals, groups/teams, and society. their resilience  is measured by the actions they take to respond to these challenges and inevitable  adversity .So strategically this has become important organizational behavior for success, growth, and even survival. (Sutcliffe, K.M., & Vogus, T.,2003,pp. 94– 121).


Workplace resilience is essential for organizations and employees not only to overcome adversity but also to prosper.Organizations are becoming more complex and under competitive pressure. For example, companies need to integrate technological advances into their business models, meet the diverse needs of different employees and customers, and respond to changing government policies and regulations. The result is serious challenges and adversity for individuals, groups / teams, and organizations. How they react to this now inevitable adversity, that is, their resilience, has emerged as an important and strategically important organizational action for success, growth and even survival.  (King D, Newman A, Luthans F, 2016)So it is very important for organizations to have employees who demonstrate resilience. job seekers also need to have better understanding of resilience so that they have more chance to find employment.



How do employers measures resilience?

· Employers can ask interviewee questions such as – “Describe an incident when you found yourself in an unexpected situation. How did you deal with the event and demonstrate resilience?” Form the answer employers can recognize  the degree of resilience in the job seeker.
· Resilience can be accessed via an online situational judgement test or an ‘immersive video experience’. In both these tests, candidate will be given a scenario (such as a client filed a complaint) and asked how you would respond.( targetjobs.co.uk, nd)
· Recruiter can arrange Assessment days which involve facing unknown situation where job seekers shows their resilience by solving a problem in reality. Recruiters can also arrange case study exercises where an adverse scenario is given and a few minutes later, some new information provided which might effect previous decisions. (targetjobs.co.uk, nd)
· Previous job reference letter can also provide information on employees resilience.






Emotional Intelligence

What is Emotional Intelligence?

According to Yeung, R emotional intelligence is the ability to identify, understand, and manage moods and feelings - in both ourselves and other people (2009, p3). Emotional intelligence means recognizing one's emotions, coping with them, motivating them, and recognizing how others feel about them . Goalman suggests that emotional intelligence is a major factor in the quality of work of employees. (1995, np)

An emotionally intelligent person knows his emotion, how to  express them and how these emotions effect people around him. An EI (Emotional Intelligent) person knows how to perceive his own emotion in a stressful situation and how to regulate others emotions. Previously it was believed that only academic qualification can make someone excel professionally but in current world emotional intelligence play a very important role to perform professionally while working in a team. 

Emotional intelligence gives a person competitive edge. Even in renowned business establishment where most managers are well trained, only those managers are successful who have emotional intelligence. Today, the rules of the workplace are changing rapidly. People are judged by new standards. It is often said that a high IQ secures the top spot, but he is by no means the top person. It does not measure how smart you are, what your academic qualifications are, or what your level of expertise is. Instead, it measures how well you can deal with yourself and others.
 (Singh, D. 2006, p20)




Why is this important?

Palmer et al. (2002) demonstrated that the emotions of individual employees were significant in boosting people's work performance and that individual performances might fluctuate according to their emotions.

Caruso and Salovey (2004) argued that emotions were significant as well as important to make progress in making suitable moves to tackle adverse situation and adapting to changes. Specifically, considering that EI isn't a gift however can be created and developed through schooling and preparing (Salovey et al., 2002; Slaski and Cartwright, 2003), it is viewed as valuable in significant advertising procedures for business execution as well.

Recruiters are particularly interested to hire people with higher EI since It is accepted that as employees with high EI are quick to comprehend the requirements and values of stakeholders connected with the organization. They can also , deal with their pressure or emergencies well and have great relations with others, they are sincerely agreeable and consequently, emphatically influence work satisfaction. People with higher EI can also demonstrate excellent stress management abilities and social skills. So it is obvious that EI is a very important skill that all organizations looking for in job seekers.


How do employers measurers Emotional intelligence?

A. Psychometric Testing
There are several tests to measure Individual emotional intelligence. One of the methods to personality profiling is Myers Briggs personality profiling test, where a person needs to answer a set of questions and those answers reveals his or personality descriptions. One can either be: Introverted or Extroverted, Sensing or Intuitive and so on. Employers can use this test to measure EI of candidates. There are several other Psychometric Testing tools which can be used to measure EI, such as Mayer–Salovey–Caruso Emotional Intelligence Test (Goldenberg I, Matheson K, Mantler J, 2010, p33)

B. Interview Questions
Interviews are the perfect opportunity to measure EI .Asking questions that force candidates to explain how they react in challenging situations will yield more helpful answers. Employers may ask about a problems they are likely to face if they get the role and evaluate the answer from job seeker.

C. Role Plays

Pretends take hypothetical, situation based questions above and beyond. Interviewee could possibly offer great responses to interview questions, yet pretends give a more practical knowledge into their abilities. So role play in certain problematic scenario can give better insight of him EI.

For instance, interviewer could arrange a pretend role play scenario where the applicant needs to answer a angry client or manage struggle between two associates. From the reaction of the individual, recruiters can assess the person’s genuine reaction.

3 Conclusion:

It is very important for all job seekers to know what employability skills he/ she needs to excel in order to be desirable in job industry. In this competitive economy it is very important all job seekers have a clear knowledge of what employability skills organizations are looking for. This report discusses about 3 very important employability skills, why they are important  and how employers can assess those skills in requitement process. This report will help job seekers to understand how to develop these skills and how to prepare for a recruitment process. 
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