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Report

This report first elaborates the importance of resilience skills, emotional intelligence skills, and digital competence in the new normal.
A covid-19 pandemic is a sudden occurrence, but this new normal could also be the result of bigger changes in the modern world (such as climate change, migration, conflicts, poverty, and famine), as well as technological advancements. As a result, all the above changes will result in the new post-pandemic reality, the new normal. The attitudes and behaviours we were forced to adopt during the COVID-19 pandemic, on the other hand, have transformed our lives in a matter of months like no other decade in modern history. The world is suffering a massive disruption to all economic activity and social life as countries and communities seek to effectively contain this dangerous sickness. The significant changes that people had to make as a result of risk management, i.e., the need to react, follow new regulations, and be prepared for the worst; have shattered the foundations of many accepted life conceptions. Even now, we've altered our minds about how we do business and how we'll supply services in the future (OECD Buheji ,2020b).
The importance of resilience is about learning how to recognise different stressors and finding ways to deal with them in order to improve one's ability to bounce back after hardship. The emotional intelligence talent plays a vital part in the workplace, since this skill is highly crucial in the workplace for project managers and leaders today, as remote work has become more prevalent as a result of Covid 19. It is impossible to achieve without emotional intelligence when it comes to achieving project goals and managing cross-functional remote teams. Furthermore, the significance of digital competency is discussed, as it is the real fact of the world in which we live. It has an impact on every element of life in a way that was unheard of even thirty years ago. The path of digital development has been steadily building momentum for many years. following a careful examination of the value of employability skills. The reasons why and how employability skills have changed over time have been evaluated. In this age of the epidemic, the relevance of these abilities has increased since it forces employers to develop measures to protect employees from potentially overwhelming experiences, thereby contributing to maintaining work-life balance. We will see changes in the speed and quality of training for remote workers in the new normal, according to Meister (2020). In exchange for high employability skill requirement, the organisations would include care for the workers' future welfare as part of their package. Almost every major corporation would attempt to re-skill its workforce or hire according to the new standard criteria. Because higher education plays such a large part in the new normal economy, employability competency is anticipated to be at the top of any country's agenda if it wants to be stronger and more competitive in the new normal. Producing competent graduates with high academic standards will not be the primary goal; rather, the primary goal will be to produce competitive graduates who can overcome unexpected and foreseen problems and turn them into opportunities for growth and differentiation (Levenson, 2020).




Term of Reference
Been asked by my tutor Laura James to right an assignment and find out if employability skills have changed since the pandemic.



Procedure
Aim: Finding out how employability has changed since COVID-19.
Sources and Materials: I will be using secondary data which will be gathered from multiple sites with referencing and use some primary information on some parts of this task.
Steps: I will first discuss about the topic in the introduction, then I will be talking about the findings following with two subheadings of resilience, employer and employee.

Introduction
This report addresses the importance of skills of employability such as resilience, digital competency and emotional intelligence skills. Over the pandemic period there has been a high demand for resilience skills, emotional intelligence and digital competency. The skills are important for both the employee and employer. The post-COVID-19 pandemic era, started to be called the ‘new normal’. It is an era full of challenges and instability. In this era agility, curiosity, risk mitigation, learning by exploring, learning by doing, and focus, are highly expected (Buheji and Buheji ,2020). While businesses plan for interruptions on a regular basis, none of the previous ones had caught the entire globe off guard like the COVID-19 pandemic (also known as the new coronavirus pandemic). Most previous disruptions were either predictable, systematic, or happened on a lesser scale. Not only have supply chains, industrial lines, and education systems been affected by the current Coronavirus epidemic, but whole business models have been put to the test. Companies, on the other hand, appear to be managing well with the crisis. According to a McKinsey study, businesses are stepping up in important areas, with 78 percent of respondents saying their company has responded effectively to the crisis (Emmett et al., 2020)


Findings

Resilience


The new normal needs efficient solutions that leverage and develop on multiple fronts. At this transformational time post, devastating pandemic actions need to be invested in, recognised and amplified. Therefore, it is a time for inspiration and resilience that enhance trust in people and give them the opportunity to create the change. (Buheji and Sisk 2020). Resilience is a Latin phrase that meaning “to return to a normal state,” but human and social resilience include more than just material resistance; it also includes overcoming adversity.  (Luthans and Youssef-Morgan,2017). According to Häring et al. (2017), resilience is “the human capacity to face, win and be strengthened or transformed by adversity experiences.” Thus, in the organizational scope, resilience can be defined as “the ability to recover from setbacks, adapt well to changes and continue to face adversity” (Linnenluecke, 2017).
Many organisations have ceased to exist as a result of COVID-19, and many more are on the verge of doing so. On the other side, crises create possibilities, resulting in the emergence of new businesses and the strengthening and awareness of those that adapt (Ovans, 2015).

Employer


Positive adaptability and the context of adversity or complexity are two fundamental components of resilience definitions (Herrman et al., 2011; Malik & Garg, 2020). Resilience is defined as the "developable capacity to rebound or bounce back from adversity, conflict, failure, or even good events, progress, and more responsibility" in this research (Luthans, 2002, p. 702). Individuals with resilience are better able to cope with adversity, such as painful experiences or important life events (Raghavan and Sandanapitchai, 2019; Waugh, Fredrickson, & Taylor, 2008). Individual elements that impact perceptions of adversity and resilient reactions to difficulties are described in the literature as genes, emotional regulation, personality characteristics, affect, and early life experiences (DeSimone, HVanhove and Herian, 2017; Hartmann, Weiss, Newman, & Hoegl,et all)


Employee
Employee resilience is defined as the capacity to effectively manage resources, cope with heavy workloads, respond to and learn from mistakes and crises, and view change as an opportunity for growth. 



Emotional intelligence
 
Emotional intelligence has been proven to be positively associated to managers' innovative work behaviour as strategic decision makers (Dincer et al.,2011), and selecting or developing leaders with strong emotional intelligence can be a practical method to increase team innovation performance (Wang et al.,2019). This skill is quite important in the workplace for project managers and leaders today as remote work has extended widely because of covid-19 (Bowen and Pennaforte,2017).  The managers and leaders who are emotionally intelligent know how to handle the emotions and behaviour at work, developing a safer environment for exchanging feedback and ideas, productive performance and teamwork; increase morale, engagement of employees and satisfaction of job. Such leaders handle the stress and conflict at the organisation properly and ask their members to do the same (Bowen and Pennaforte,2017).

Employee
  
Employees with high emotional intelligence help the company by demonstrating enhanced productivity, more employee happiness, and lower turnover, as well as increased market share (Capgemini, 2019). Emotional intelligence has the ability to influence good work attitudes, self-efficacy, and even leadership potential, in addition to job satisfaction (Njoroge and Yazdanifard, 2014). Employees profit as a result of their improved well-being and less fear of losing their jobs, and such employees are more open to change (Capgemini, 2019).




Employer

The current period is putting both companies and employees to the test like never before. New attributes and abilities of individuals and teams are wanted and have become the need of the hour when employees work from home and the majority of work is done digitally. This epidemic, for example, is putting grit, resilience, and emotional intelligence to the test in both leaders and staff. Intense emotions are a by-product of the pandemic, and times like these put one's true mettle to the test – how one deals with uncertainty, how one manages one's own and others' emotions, how one balances the thinking and feeling brain, how one remains optimistic, how one creates intellectual stimulation while remaining socially distant, and how one models empathy. Brownlee (2020) agrees with this.






Digital competency

One of the keys to maximising online services provided by organisations such as colleges is employee digital competence preparedness. Mastery in information technology is required while providing services online. Big data, cloud, social media, and mobile devices should enable greater cooperation than ever before. Every employee should have a taste of what it's like to work in this digital age.

Employee

Due to the digital workplace and current global circumstances, not only HR professionals, but also employees in all sectors are obliged to study and possess specialised technological abilities as well as general soft skills. A blend of sophisticated technical and soft skills is valued in today's workplace, and a mixture of these talents is referred to as "e-skills “according to Anderson (2016).



Employer

Skills and credentials have a strong link to occupations, and there is plenty of evidence that they influence service and income. A labour market tied to technical expertise and skills is characterised as employability (Tseng ,1972). People with these transferable talents move through various career settings, therefore this is more crucial as the economy evolves. According to the study, persons who are digitally prepared have a higher rate of employment and other advantages in life (Pirzada,2013).




Changed employability skills 

Since Covid 19, the employability skills have altered dramatically. The resilience skill is vital because it allows you to overcome obstacles and become familiar with new difficulties in the workplace as they occur. As a result, we are expected to ‘react' with consistency in order to satisfy the demands of the new normal. This means that we must verify that all activities offered are safe and do not cause further difficulties, as well as that all possible scenarios are considered. We must also put principles into practise in order to satisfy the demands of the ‘realising' phase. Our understanding might enhance, for example, if we specified what and where the problems are. Then there's the ‘resolve' phase, which aims to return communities to a healthy and lucrative state. This would aid in preparing communities to achieve the necessary ‘resilience' and tolerance for the effective transformation of a new thriving age (Buheji ,2020c).

Emotional intelligence skills

Emotional intelligence is a collection of key talents that include the ability to process, facilitate, comprehend, and manage emotions (Mayer & Salovey, 1997).
As a result, emotionally intelligent people may interpret the COVID-19 pandemic threat less adversely or utilise effective regulation mechanisms to lessen the intensity of afraid, anxious, or sad emotions to the pandemic. In the current study, trait emotional intelligence appeared to assist downregulate or lower the severity of negative emotional reactions in the days after the lockdown in Poland, which was the most obvious protective function of emotional intelligence. Furthermore, the relationships between trait emotional intelligence and daily intensity of fear, anxiety, and melancholy may have been explained by dispositional affect intensity (negative intensity and tranquilly). 


Digital competencies 

This pandemic has forced global physical closure of businesses, sport activities and schools by pushing all institutions to migrate to online platforms. Online learning is the use of internet and some other important technologies to develop materials for educational purposes, instructional delivery and management of program (Fry, 2001). The work and learning of most of the individuals moved to the environment of digital. Children of today have been surrounded by digital technology since their birth. However, children of today are not equally equipped for their technology rich future: various kinds of digital divides still prevail in the society and affect the young generation and their digital futures

Impact on employee

An important point to emphasise is that the employment and economic impact of the COVID crisis in each country will be determined in the medium-long term by structural and institutional differences such as economic specialisation, social protection, and labour market regulation, rather than the strictness of the confinement. In reality, a recent experiment reveals that the economic impact of a pandemic happens regardless of whether governments enforce an economic lock-down or not (Andersen et al. 2020). Lots of employee lost their job either, had to work from home where is possible others had to rely on jobcentre. The employment market has already diminished due to pandemics, and the growing need for remote working, digitization, and telecommunications has added to employee stress.





Conclusion

 This paper has answered all questions in the report that was introduced from the very start going over each heading and its subheadings. In conclusion taking data from what I’ve written down in my report I believe that COVID-19 has changed and impacted employability skills since it became a worldwide pandemic, many individuals could say the same by not even reading an article since the new normal is happening right in front of us. The change and new normal may not ever change back but that’s what we must deal with in the new way of living. Employability skills could change even more depending on the future impacts on the pandemic but at this point it looks like it will not be needed.




Recommendations

As the pandemic has modified or heightened the necessity for employability skills in order to survive in the labour market, the same recommendations are presented below, along with suggestions on how to improve these abilities.
During a pandemic, the employee must maintain a cheerful attitude. It will assist the employee in gaining a feeling of knowing that difficult times are transient and that problems can be overcome.
The employee should improve his or her problem-solving abilities. When you're faced with an issue, make a list of probable solutions. Employees strive to develop the habit of trying out different solutions and focusing on developing a logical approach to solving frequent challenges.
Employees must learn to listen actively in order to survive in this economy.
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