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Abstract: Governments all over the world are taking preventive measures to contain the spread
of COVID-19. However, these measures have caused both long- and short-term effects on the
socioeconomic situation of many countries. Due to lockdowns and business shutdowns, people are
becoming unemployed or are working on reduced wages, creating a unique type of career shock in
the global job market. Moreover, this phenomenon also produces a negative reflux among workers,
encouraging a new skill set for this unprecedented time. The present study aimed to investigate
the implications of COVID-19 on the labor market of Saudi Arabia. Data were collected with the
help of a questionnaire from both public and private sector employers (n = 234) to inquire about
their perceptions of the new skill set required in the changing business environment during and
after pandemics. The data were analyzed with the help of descriptive statistics as well as simple
and companion regression. The results indicate that the healthcare, service and education sectors
have quickly transformed themselves from conventional to remote forms of working and consider
virtual skills, autonomous working and effective communication the most important skills for their
workforce during the current and the postpandemic scenarios. Interviews were then conducted
with educational leaders to develop a conceptual framework by integrating both qualitative and
quantitative analysis of the surveys. The results of the study are beneficial for the educational
leadership of higher education institutions (HEIs) to better align their educational programs with
changing market needs. By doing so, they not only increase the sustainability of the workforce but
also minimize the impact of COVID-19 on the Saudi labor market.
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1. Introduction

The spread of COVID-19 has created enormous challenges for both developed and developing
countries. Global supply chains have been disturbed, and economies are entering a recession [1].
On the one hand, affected countries are taking preventive measures to curb the virus, but, on the other
hand, continuous lockdowns and business shutdowns further slow down economic growth [2]. As a
result, millions of people are becoming unemployed, producing stress, anxiety and depression among
global communities [3]. Similarly, the fear of losing jobs or working on reduced wages has created
further career shocks among skilled and unskilled workers [4]. However, Lekfuangfu et al. observed
that the rate at which people are becoming unemployed does not follow a universal pattern, as both
workers’ knowledge and their flexibility to work from home play a dominant role in their employment
opportunities [5]. However, the phenomenon of working from home has categorized the labor market
into “good jobs” and “bad jobs”; due to this, the balance of employment is unfairly skewed in favor
of those who possess the right kind of skills compared to workers in roles whose nature prohibits
remote working [6]. Similarly, workers with flexible employment relationships in terms of workplace
locations and working hours were found to be less affected than workers with fixed employment
relationships [7]. Due to the COVID-19 pandemic, organizations are encouraging their workers to
minimize social contact, which is in stark contrast with earlier norms, when staff were trained and
motivated to develop interpersonal contact between themselves and customers [8]. Although the
immediate consequences of the pandemic are negative, in the long term, it may open new career
opportunities based on the integration of individuals’ competencies and their contextual factors [4].

In a country like Saudi Arabia, where the labor market is transforming and the government
has already introduced numerous steps to support small and medium enterprises, the sudden
onset of COVID-19 has greatly upset the demographic and socioeconomic balance, as most of the
unskilled migrant workers are leaving for their home countries, either due to unemployment or skill
mismatches [9]. As a result, the job markets are becoming polarized, and career plans are being
primarily associated with job security instead of wages or future growth [10]. Under these situations,
higher education institutions (HEIs) are placing more significance on developing the right kind of
labor market skills [11] as well as improving their digital competencies [12]. This not only provides
increased sustainability to the workforce but also strengthens the economic well-being of society in
general [13]. In a study conducted by Fakih et al., it was reported that HEIs must develop the right kind
of employability skills among their graduates to boost their career prospects [14]. Similar research was
carried out by Ali et al., in which employers expressed a lack of confidence in the capability of HEIs to
develop the required employability skills among their graduate students [15]. Furthermore, industrial
employers have been found to give more importance to teamwork, language competency and emotional
intelligence, while universities focus more on their technical skills. Similarly, the role of language
competency is gaining more importance during COVID-19 due to the switching of organizations from
conventional to digital operations [16]. It is generally believed that in the current scenario, quick
transformation is vital for educational sustainability, but Valverde observed that numerous risks are
also associated with digital learning [17]. On the other hand, Vian et al. proposed the idea of a smart
campus to harness the integration of information and communications technology (ICT) applications
with adaptive learning [18]. Conversely, Di Pietro found that students with overseas study experience
had a better chance of gaining employment due to better adaptability, multicultural experience,
bilingual skills and dealing with unexpected situations [19]. Although the United Arab Emirates
and Bahrain remain proactive in their efforts regarding the development of employability skills,
a mismatch still exists between employers’ expectations and their satisfaction rates [20]. Nevertheless,
even though students undergo a complete foundation year in Gulf countries to increase their skill levels
in core subjects, employers expect a broader set of soft skills such as communication, self-learning
and interpersonal and planning skills among graduate students [21]. However, Parlamis and Monnot
considered soft skills only a supplement to complement the employability of graduates, not a substitute
for hardcore technical skills [22].
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From the literature review, it is evident that numerous studies have been carried out all over
the world to determine the impact of COVID-19 on the labor market; however, most of them are
context-specific, highlighting the need for similar research in a county such as Saudi Arabia, where the
economy is already transforming from being oil-dependent to rapidly industrializing under the Vision
2030 program [23]. Under these circumstances, COVID-19 has created unique challenges for both
employers and the workforce. The present study, therefore, aimed to explore the perceptions of both
private and public sector employers, the changing needs of the Saudi labor market and the role of
universities with the objective of proposing a conceptual framework for workers’ sustainability during
and after the pandemic. It is evident that a sustainable labor market can play a crucial role in reviving
pandemic-bitten economies. However, this sustainability cannot be achieved without involving the
relevant stakeholders in this endeavor. Acquiring important insights from employers, educational
leaders, labor consultants and workers not only enhances the applicability of the present study but
also gives more credence to its findings.

2. Materials and Methods

Cross-country data were collected from various categories of employers to inquire about their
feedback in the aftermath of COVID-19. To this end, an online questionnaire was distributed to
employers in both public and private sector industries divided into the following 12 broad categories:
retail, service, finance, irrigation, recreation, healthcare, hospitality, education, construction, food
services, manufacturing and transportation. The first section of the questionnaire primarily focused on
the requirement of a new skill set from their respective workforces during and after the pandemic.
The second and third sections aimed to identify the importance of these skills for retention and hiring
purposes. A five-point Likert-type scale was used to collect responses from these employers, in which
feedback of the respondents ranged from low (one) to high (five). Finally, in the last section of the
questionnaire, employers were asked to rate their importance and satisfaction levels with regard to
these skills, which were categorized into the following eight broad categories: creativity, effective
communication, emotional intelligence, virtual skills, thinking skills, technical skills, teamwork and
autonomous working.

Data is analyzed with the help of descriptive statistics in which the employers’ demographic
profiles are presented. Bar graphs are used to show employers’ perceptions about workers’ new
skill requirements, their job retention and the chances of new hiring. Afterwards, employers’ overall
assessment of the labor market skills is presented with the help of a combined assessment matrix.
Regression analysis is used to see the impact of different predictor variables (workers’ skills) on the
response variable (employers’ satisfaction). Furthermore, companion regression is done to compare
the individual impact of each predictor variable along with their combined effects on employers’
satisfaction. The findings of the analysis are then discussed with the concerned stakeholders to get
their input about the development of strategic guidelines. The research team finally synthesizes all
relevant information coming from the present study, literature review and stakeholders’ feedback to
prepare a ten-point conceptual framework for mitigating the effects of COVID-19 on the labor market.

3. Results

3.1. Demographic Profiles of the Employers in this Study

Table 1 provides the demographic profiles of the respondents who participated in the survey.
Out of a total of 284 people who participated in the survey, the highest proportion of respondents
belonged to the food services industry, followed by the hospitality and education sectors. Meanwhile,
a minimal number of responses came from the irrigation, finance and transportation sectors.
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Table 1. Demographic profile of the employers (n = 284).

Employer Classification Frequency Percentage

Retail 20 7.04
Service 25 8.83
Finance 14 4.92

Irrigation 12 4.22
Recreation 28 9.85
Healthcare 24 8.45
Hospitality 35 12.3
Education 32 11.2

Construction 22 7.74
Food services 38 13.3

Manufacturing 19 6.69
Transportation 15 5.28

3.2. Employers’ Assessment of Workers’ New Skills

Figure 1 shows the perception levels of employers with regard to the requirement for new skills in
the labor market of the Kingdom of Saudi Arabia (KSA) after COVID-19. The x-axis indicates the types
of industries, while the y-axis shows the employers’ perceptions about the requirement level for new
skills ranging from one (low) to five (high). The results indicate that the service and education sectors
attached maximal importance to updated skills among their workforces, followed by the healthcare and
food services industries, as after the pandemic, these sectors quickly transformed from conventional
to online working and thus felt the need to develop new skills among their workers. On the other
hand, the employers in the irrigation, construction and manufacturing sectors did not feel the need
to develop any new skills; they observed that the nature of their work did not allow for a shift from
conventional to virtual work, so their workers could continue working with their existing skill set with
only some minor modifications.
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Figure 1. Employers’ perceptions of workers’ new skill requirements.

3.3. Employers’ Assessment of the Job Retention of Their Workers

Figure 2 shows the perception levels of employers with regard to their workers’ chances of
retaining their jobs in the event that they equip themselves with an updated skill set following the
COVID-19 pandemic. The x-axis indicates the types of industries, while the y-axis shows the employers’
perceptions about the workers’ job retention ranging from one (low) to five (high). The employers
in the service, healthcare and education sectors believed that it is very important for their workers
to equip themselves with a new skill set, as doing so could significantly improve their chances of
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job retention. These sectors were followed by the food services industry, where employers also felt
that changing business patterns compel them to retain only those workers who have the flexibility to
develop the necessary skills. On the other hand, employers in the irrigation and hospitality industries
assigned minimal importance to updated skills in relation to the retention of their workers.
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3.4. Employers’ Assessment of the Hiring of New Workers

Figure 3 shows the perception levels of employers with regard to the prospect of hiring new
workers, provided that they develop a new skill set. The x-axis indicates the types of industries,
while the y-axis shows the employers’ perceptions about the chances of workers’ new hiring ranging
from one (low) to five (high). The results indicate that the employers in the service, healthcare,
education and food services industries expressed more confidence in the hiring of those workers who
equip themselves with the required skills. Conversely, the employers in the irrigation, recreation,
construction and manufacturing industries believed that, keeping in mind the working mechanisms
of these sectors, upgrading to a new skill set does not create any significant difference for their new
worker hiring decisions.
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3.5. Employers’ Overall Assessment of Labor Market Skills During the Pandemic

Table 2 provides the combined assessment matrix of employers in relation to different employability
sectors. The first column shows the different categories of employers who participated in the survey.
The second column indicates their assessment of the requirement of a new skill set. The third and
fourth columns explain the impact of updated skills on the job retention of current workers and the
hiring of new workers, respectively. Similarly, the last column shows the combined effect of all three
factors, indicating that the education and service sectors were the most vibrant sectors, followed by
healthcare and food services, respectively. These were the sectors in which the development of new
skills had the maximal positive impact on workers’ job retention and job creation. Similarly, the last
row indicates the combined score of employers’ assessments across all sectors, showing that the job
retention of workers is currently the most significant issue for employers, followed by the development
of new skills, while hiring of a new future workforce carried the least significance.

Table 2. Employers’ assessment matrix of labor market skills.

Employability Sectors Employers’ Assessment Total

Categories Requirement of
New Skills

Chances of Job
Retention

Chances of Hiring
New Workers

Retail 2 2 2 6
Service 5 5 4 14
Finance 3 3 2 8

Irrigation 1 1 1 3
Recreation 2 2 1 5
Healthcare 4 5 4 13
Hospitality 2 1 2 5
Education 5 5 4 14

Construction 1 3 1 5
Food services 4 4 4 12

Manufacturing 1 2 1 4
Transportation 2 2 2 6

Total 32 35 28

3.6. Demand for and Satisfaction of Labor Market Skills During the Pandemic

Figure 4 shows the perceptions of employers with regard to labor market skills. The y-axis
indicates their perceptions of the importance and satisfaction levels of these skills ranging from one
(low) to five (high), while the x-axis shows the categories of these skills. As is evident from the
figure, virtual skills were given the highest importance by employers in the COVID-19 scenario,
but they expressed very low levels of satisfaction with regard to the current levels of these skills.
Similarly, the emotional intelligence and work autonomy of current employees were also ranked very
highly by their employers, but they expressed dissatisfaction with regard to present employee skill
levels. Additionally, a significant gap was observed between the importance and satisfaction levels of
workers’ communication skills. On the other hand, no significant difference was observed between
employers’ perceptions of the importance of technical skills and their respective satisfaction with
regard to these skills.
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Equation (1) shows a regression analysis of employers’ satisfaction and workers’ skill levels during
COVID-19. The regression equation shows that all skills have a positive impact on the satisfaction
levels of employers in the labor market, where autonomous working and virtual skills have the
highest impact on employers’ satisfaction levels, followed by teamwork, communication and emotional
intelligence. However, workers’ creativity, thinking and technical skills have comparatively lower
effects on the satisfaction levels of employers. Positive signs of the regression coefficients tell us that
each independent variable is positively correlated with the dependent variable. It means that any
increase in the predictor variables (workers’ skills levels) can bring a corresponding increase in the
response variable, which is employers’ satisfaction. For example, a coefficient value of +7.385 for
virtual skills shows that the mean response value of the employers’ satisfaction increases by 7.385 units
for every one-unit increase in the predictor variable.

Satis f action = 19.54 + 1.781 (Creativity) + 1.453 (E f f ective Communication)
+3.289 (Emotional Intelligence) + 7.385 (Virtual Skills)
+1.539 (Thinking Skills) + 2.264 (Technical Skills)
+4.761 (Teamwork)+5.272 (Work Autonomously)

(1)

Table 3 shows the results of the regression analysis in which companion regression was carried out
to determine the individual impact of each predictor variable on the response variable. These individual
effects were then compared with their combined effects on the satisfaction levels of employers. The table
indicates that the communication skills of workers played a significant role in the satisfaction levels of
employers in an individual capacity; however, their importance significantly decreased and balanced
out in the presence of other skills. On the other hand, virtual skills and the ability to work autonomously
carried the same high levels of impact on employers’ satisfaction both in an individual capacity and
combined. Similarly, the significance of teamwork increased in the presence of other skills, but its
impact on employers’ satisfaction was reduced in an individual capacity. Moreover, the p-values of
virtual skills and autonomous working were 0.002 and 0.001, respectively, which indicates a significant
relationship between these two variables and the response variable. Similarly, an R2 value of 91.3%
with a p-value of 0.034 < 0.05 showed the statistical significance of the predictor variables in predicting
employers’ satisfaction levels.
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Table 3. Regression analysis for the combined and single effects of predictor variables.

Predictor Variables df Coefficient of Regression R2 Value R2 (Adj) Value p-Value

Combined Effect Single Effect (%) (%)

Creativity 1 1.781 1.685 2.75 1.26 0.004
Effective

communication 1 1.453 3.542 14.15 10.95 0.003

Emotional intelligence 1 3.289 2.347 6.58 4.74 0.058
Virtual skills 1 7.385 4.690 26.82 21.58 0.002

Thinking skills 1 1.539 0.954 4.61 3.28 0.315
Technical skills 1 2.264 1.826 8.73 5.67 0.127

Teamwork 1 4.761 1.384 6.91 4.41 0.068
Work autonomously 1 5.272 4.179 23.53 18.19 0.001

All 08 - - 91.32 84.37 0.034

df indicates the number of independent variables in the respective regression models.

4. Conceptual Framework for Universities

Keeping in mind the pivotal role of HEIs in imparting labor market skills, the results of this
study were further discussed with the educational leaders of different universities to develop a
comprehensive set of guidelines for the development of a sustainable workforce. In this regard,
the research team followed a five-stage process to carry out the whole activity in the most productive
manner. In the first stage, the results of the study were analyzed and summarized in a concise form.
Besides this, a questionnaire was prepared to do structured interviews with different stakeholders,
ensuring uniformity during data collection. In the second stage, the concerned stakeholders comprising
educational leadership, ministry officials, labor market consultants and representatives of the workforce
were identified for the purpose of getting their feedback. In the third stage, online interviews were
conducted with the defined stakeholders to inquire about their feedback for the development of
strategic guidelines. During these sessions, all the key findings of the study along with the tables and
figures were properly shared with the stakeholders to avoid any ambiguity in their minds. Moreover,
additional questions were asked to the administrative and academic leadership of the HEIs considering
their firsthand experience of managing online classes during the pandemic. Focused discussions
were conducted to inquire about the difficulties being faced by the faculty, students and management
in conducting these classes. In the fourth stage, the research team did extensive brainstorming to
analyze the input of these stakeholders, who provided concise feedback by combining their own
experiences with the key findings of the study. The research team then compared their feedback with
the studies being carried out in other countries facing the pandemic with similar sizes of universities
and educational systems. In the fifth and final stage of the process, all the relevant information was
synthesized and formulated to develop a ten-point conceptual framework. Nevertheless, the scope of
the study was wide; the guidelines presented below are very precise and offer an effective framework
to policymakers in both public and private sector universities intending to play a constructive role in
the development of a sustainable workforce.

4.1. Remote Working Guidelines (RWGs)

Remote working guidelines must be developed by the university to enhance the productivity
of the organizational workforce. Initially, the necessary analysis of the targeted industrial sector can
be conducted, and, subsequently, their requirements can be transformed into a remote work plan for
their workforces. These remote working guidelines can be either universal or customized based on the
specific requirements of the industrial sector.

4.2. Short-Term Skills Programs (STSPs)

Short-term skills programs must be initiated to develop new sets of skills for the retention of
current workers and the hiring of new workers. In a fast-changing business environment, sustainability
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of the workforce can only be ensured under the provision of timely and cutting-edge skills, as per
market requirements. Universities can enter into strategic partnership programs with industrial
employers and can design STSPs to enhance the productivity of their workforces.

4.3. Remote Working Skills (RWS)

Remote working skills must be developed among workers who have the option to work remotely
from their homes in emerging scenarios but who are handicapped due to the absence of relevant
skills. Since the outbreak of the COVID-19 pandemic, organizations have been swiftly moving from
conventional to remote working, creating an enormous pressure for their workers to obtain a new set
of RWS. Universities must take the lead in this regard and should offer basic/advanced RWS to aspiring
workers and organizations.

4.4. Hybrid Skill Set (HSS)

A hybrid skill set must be introduced among organizational workers and graduate students in
order to prepare them well for the fast-changing and dynamic job market. Universities must prepare
an effective HSS, combining both conventional and virtual skills to enhance the job spectrum of the
current and future workforce. These hybrid skills not only increase the effectiveness of workers but
also afford them more flexibility to work under any conditions.

4.5. Idea Generation Skills (IGS)

Idea generation skills must be developed among workers, enabling them to support their
organization with creative and innovative ideas, as per the changing market requirements. As business
environments are heavily skewed toward dynamism, the respective workforce must be capable enough
to match said dynamism with their creativity and innovation. Universities can develop IGS to transform
their students and current employees into a vibrant and creative workforce.

4.6. Language for Communication (LFC)

Language for communication must be strengthened among workers in order to prepare them well
for all kinds of business communications instead of purely for linguistic purposes. As organizations
are shifting to remote working, business communications are also shifting from in-person to remote
channels. Under these circumstances, the role of language is becoming more critical, and universities
must develop a comprehensive program to improve the LFC of workers far beyond their linguistic needs.

4.7. Digital-Based Learning (DBL)

Digital-based learning programs must be initiated for students and the workforce, facilitating
their learning of a new skill set using either different applications on their smartphones or other online
methods. This not only provides flexibility in terms of time and location but also affords them the
opportunity of a more in-depth use of technology. Keeping in mind the new norms being introduced
in the aftermath of COVID-19, universities must switch from conventional learning to DBL, offering
better learning opportunities to both organizations and workers.

4.8. Upskilling and Reskilling Program (URP)

An upskilling and reskilling program intends to improve existing skill levels in addition to
introducing a new skill set to the current and future workforce. In this regard, universities can engage
the relevant stakeholders of the labor market to identify the required market skills. Under the umbrella
of the upskilling program, existing skills of the workforce can be upgraded according to the new
requirements, while the reskilling program offers an opportunity to develop an entirely new skill set.
Universities can play a pivotal role in the sustainable work of the workforce by aligning their URPs
with labor market needs.
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4.9. Emotional Intelligence Program (EIP)

An emotional intelligence program must be initiated by universities to help the existing and
future workforce better handle their own and others’ emotions. As both employers and workers have
undergone strenuous, testing times due to the physical, economic and psychological implications of the
COVID-19 pandemic, emotional intelligence capabilities can enhance their psychological well-being in
addition to mitigating the negative consequences of COVID-19. Universities can design an effective
EIP to strengthen the current and future workforce against psychological and emotional distress.

4.10. Remote Work/Life Balance Skills (RWBS)

Remote work/life balance skills must be developed among all tiers of the workforce who intend to
work from their homes. Due to the COVID-19 pandemic, most organizations are asking their employees
to work from home, thus creating a major imbalance between their professional and personal lives.
This imbalance creates stress and exhaustion among workers, which can further translate into poor
performance. Under these circumstances, universities must design a comprehensive set of guidelines
to educate future graduates and the current workforce in balancing their work and life under remote
working conditions.

5. Discussion

The results of the current study indicate that organizations need to be flexible enough in order
to match the speed and severity of pandemics such as COVID-19. It is evident that a large number
of migrant workers are returning to their home countries due to COVID-19 [24], but the situation
is more challenging for countries such as Saudi Arabia, where the private sector mostly depends
on low-cost foreign workers. This highlights the importance of introducing and implementing a
succession planning system [25] in the current and postpandemic scenarios. Under these circumstances,
the role of universities becomes paramount, as they can educate both employers and workers about
the benefits of effective succession planning.

The present study shows that employers from the education, service and healthcare sectors have
highlighted the requirement of a new skill set in comparison to other sectors. This indicates that
these sectors, as per their global contemporaries, immediately switched from conventional to virtual
working [26] and instantly noticed the skill mismatch of their respective workers. The results further
reveal that workers can improve their chances of retention and hiring new workers through the timely
development of virtual skills, autonomous working and emotional intelligence because individuals
who quickly adapt to changing market needs can better capitalize on the positivity of such career
shocks [27]. Similarly, effective communication is gaining more significance in the current scenario,
and workers who are bilingual and speak any other language fluently have a better chance of job
retention or being rehired [28].

On the other hand, job sectors such as irrigation, tourism, manufacturing and construction
assigned less importance to the development of new skills in the COVID-19 pandemic and instead
emphasized conventional skills among their workers. This is mainly due to the inability of these sectors
to switch to virtual working, as all of these sectors require their workers to be present on site for their
day-to-day operations [29,30]. Similarly, employers assigned the highest importance to job retention,
followed by the development of a new skill set and hiring new workers [31], clearly indicating that
the current and post-COVID-19 situations have shifted the priorities of all businesses to sustaining
their current position instead of future growth and expansion. They expect their workforce to quickly
adapt to the requirement of a new skill set in order to ensure the smooth functioning of their ongoing
business operations. However, a major gap existed between the importance and satisfaction levels of
employers with regard to four skills, namely, autonomous working, virtual skills, emotional intelligence
and teamwork. This highlights that employers assigned maximal importance to these skills in the
COVID-19 situation but expressed minimal satisfaction with regard to the current levels of these skills.



Sustainability 2020, 12, 7090 11 of 13

The regression analysis further complemented the previous findings, confirming that these four skills
carried a strong impact on employers’ satisfaction levels in comparison to creativity, communication,
thinking and technical skills. The results of the companion regression further revealed that virtual
skills and the ability to work independently, with p-values of 0.002 and 0.001, respectively, had the
strongest impact on employers’ satisfaction.

6. Conclusions

The COVID-19 pandemic has created both challenges and opportunities in the labor market of
Saudi Arabia. Due to the economic slowdown, a large number of migrant workers are returning to
their home countries, thus creating a huge vacuum that can be conveniently filled by skilled Saudi
workers, as the country is already implementing the Saudization program of Vision 2030, in which
expatriate workers have to be gradually replaced with a local workforce. However, there needs to
be a quick upgrade in the skill levels of local workers according to the requirements of the labor
market. In conventional scenarios, organizations mainly focus on serving their stakeholders, while
HEIs only concentrate on academic aspects, but the new challenges created by COVID-19 require a
renewed alignment and a strong collaboration between the labor market and educational institutions.
The universities of Saudi Arabia can play a proactive role in this regard by exploring and incorporating
the changing market needs into their curriculums. By doing this, they not only play a constructive role
in the rebuilding of the domestic labor market with Saudi nationals but also strengthen the Saudization
policy of the country. The results of the study are equally applicable to the other Gulf Cooperation
Council (GCC) countries, who are also embarking on creating renewed employment opportunities for
their own nationals. Moreover, educational leadership of both developed and developing countries
can also benefit from the conceptual framework to develop a sustainable workforce and mitigate the
negative fallout of COVID-19 on the labor markets of their respective countries.
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