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Viewpoint: COVID-19 and the future of careers

Abstract

This paper articulates the author’s viewpoint on COVID-19 and the future of careers by
addressing three aims. (1) To understand how the response to COVID-19 might affect the
future careers of individuals. (2) To explore how the response to COVID-19 might affect the
future of organisations. (3) To ascertain how the response to COVID-19 might affect national
governments. This paper advances the field of career theory via the application of a career
ecosystem framework to highlight the interconnected and interdependent nature of individuals,
organisations, and national governments. Further theoretical contribution emanates from the
construction of a COVID-19 Future Careers (CFC) Model, and opportunities for future
empirical research. The practical contribution comes through offering individuals,
organisations, and national governments insight into how the response to the COVID-19
pandemic might affect them in the post-COVID-19 economy, thus providing an opportunity

for these actors to prepare, adapt, mitigate, and benefit from such scenarios.
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Viewpoint: COVID-19 and the future of careers

Introduction

The disease COVID-19 is caused by Severe Acute Respiratory Syndrome Coronavirus 2
(SARS-CoV-2) which forms part of the coronaviruses (CoV) family and was first identified in
humans in December 2019 in Wuhan City situated in the Hubei province of China (Chen and
Li, 2020). The World Health Organization originally categorised COVID-19 as a public health
emergency of international concern on 30th January 2020, before declaring it a pandemic on
11th March 2020, as the epicentre moved from Asia to Europe (World Health Organization,
2020). COVID-19 spreads from one human to another in a similar way to seasonal flu through
droplets of infected fluid. However, unlike seasonal flu, a vaccine or herd immunity does not
yet exist. COVID-19 also has a higher infection rate and increased risk of mortality, particularly
for elderly patients and patients with comorbidities (Chen and Li, 2020). At the time of
publication of this article on 23" July 2020, there have been 15,023,398 confirmed cases and
618,061 confirmed deaths from COVID-19 across 188 countries or regions around the world
(Coronavirus Resource Centre, 2020). The actual figures for cases and deaths may be
considerably higher due to inconsistencies in testing, measurement, and reporting strategies
from country to country, with further increases expected over time.

The first pandemic of the new millennium forced countries and regions to take
aggressive public health measures in an attempt to save lives. These strategies predominantly
focused on slowing the spread of the virus by managing the number of cases at any given time
whereby an individual required hospital treatment — so termed in epidemiology as ‘flattening
the curve’ (Specktor, 2020). The measures included varying degrees of lockdown and social
distancing, shielding of vulnerable groups, temporary closure of businesses deemed to be
providing non-essential services, and unprecedented levels of government spending on

organisations and individuals in an attempt to manage the financial implications (UK Cabinet



Office, 2020; Safi, Giuffrida and Farrer, 2020; Specktor, 2020). These public health measures
to minimise the loss of life meant that what had begun as a health crisis also became an
economic crisis. The 2020 Stock Market Crash, which began on 20th February 2020, saw a
downturn in global stock markets of at least 25%, (30% in most G20 nations) by 31st March
2020, with the largest one-week losses since 2008, highest one-day losses since 1987, and fears
of a repeat of the 1930s Great Depression (Goldman Sachs, 2020; Partington and Wearden,
2020).

The health, financial, and social implications of the response to COVID-19 are likely
to have far-reaching effects potentially lasting for a decade or more. The purpose and original
contribution of this paper are therefore to articulate the author’s viewpoint on COVID-19 and
the future of careers by addressing three aims. (1) To understand how the response to COVID-
19 might affect the future careers of individuals. (2) To explore how the response to COVID-
19 might affect the future of organisations. (3) To ascertain how the response to COVID-19
might affect national governments.

Originality and value come through helping to advance the field of career theory via
the application of a career ecosystem framework (discussed in the next section) to highlight the
interconnected and interdependent nature of individuals, organisations, and national
governments. The theoretical contribution emanates from the construction of a COVID-19
Future Careers (CFC) Model, and the associated opportunities for future empirical research.
The practical contribution comes through offering individuals, organisations, and national
governments insight into how the response to the COVID-19 pandemic might affect them in
the post-COVID-19 economy, thus providing an opportunity for these actors to prepare, adapt,
mitigate, and benefit from such scenarios.

The next section sets out the theoretical framework before the focus then shifts to

addressing each of the research aims in turn by drawing on relevant literature to support the



viewpoints of the author. Next, the CFC Model and analysis is presented, before the final
segment offers theoretical contributions and ideas for future research, practical contributions,

and conclusions.

Theoretical Framework

The viewpoints presented in this article centre around a theoretical framework of career
ecosystems. lansiti and Levien (2004, p.5) introduced the theory of ecosystems to the field of
management and defined an ecosystem as “a system that contains a large number of loosely
coupled (interconnected) actors who depend on each other to ensure the overall effectiveness
of the system.” Baruch (2013, p.197) applied the term “ecosystems” to the study of careers and
contemporary labour markets, drawing on Muller’s previous work highlighting the multiple
relationships across the actors. A key characteristic of a career ecosystem as described by
Baruch (2015) is having multiple entities — actors, interconnectedness, interactions, and
interdependencies.

In this article, the actors within the career ecosystem framework refer to individuals,
organisations, and national governments. The linked nature of the interaction between these
three actors highlights their interconnectedness and interdependencies. As stated by Georgieva
(2020, p.1) in her opening remarks at the joint press conference between the International
Monetary Fund and the World Health Organization “the global health crisis and the health of
the global economy are intertwined. Let us implement policies that protect both lives and
livelihoods”. Furthermore, the sustainability of career ecosystems relies on these actors to work
collaboratively and to recognize their interrelated dependencies (Donald, Baruch and Ashleigh,
2020; Tams and Arthur, 2011). A failure to step up to this challenge and understand the
competing and complementary aspects of such interactions risks the sustainability of careers

(Donald, Ashleigh and Baruch, 2018). National governments, organisations, and individuals



thus have a crucial role in ensuring the sustainability of businesses and jobs in the post-COVID-
19 economy, affected by disruption at the health, economic, and societal levels.
Our focus now moves to address the three aims of this article by exploring the effects

of COVID-19 on each of the actors in turn within the framework of a career ecosystem.

COVID-19 Response: Individual Careers
Viewpoint 1 (V1) Sector: Individuals with jobs linked to particular sectors of employment are
more at risk of reduced hours, unemployment, or forced career pivots.

The World Travel and Tourism Council (2020) has warned that the COVID-19
pandemic could cut 75 million (23%) of jobs worldwide in the travel and tourism sector with
Asia particularly badly hit. These figures are five times the effect of the 2007-2008 financial
crisis and are particularly significant given the travel and tourism industry accounted for 10.3%
of global Gross Domestic Product (GDP) and 10% of global jobs at the start of the pandemic.
The Centre for Economics and Business Research (CEBR) reported in April 2020 that due to
the COVID-19 lockdown the economic output of the United Kingdom (UK) had reduced by
31% at a daily cost of £2.4bn. The sectors with the largest financial hits included manufacturing
(E500m), construction (E274m), hospitality (E172m), and non-food retail (E156m). Hospitality
represented a 79% drop in production and manufacturing a 69% drop in production compared
to pre-COVID-19 levels. These figures are typical for countries around the world and although
predicted to be temporary, the time taken for organisations to return to their pre-COVID-19
operational levels means that some businesses will fail to survive. The author, therefore,
believes it is likely that workers in jobs linked to these sectors will be most at risk of reduced
hours or unemployment as organisations either look to become leaner through reduced
operating costs or collapse. Given that the economic effects will vary by sector and change

over time, it may also be necessary for workers to career pivot temporarily or permanently into



alternative sectors to secure employment as work opportunities become more limited and less

Secure.

Viewpoint 2 (V2) Gender: Women are more likely to face greater negative effects than men
will.

The Institute for Fiscal Studies (IFS) reported in April 2020 that women were
approximately one third more likely than men were to be classified as non-key workers and
furloughed during the COVID-19 lockdown. The author, therefore, believes that women will
experience greater negative effects than men will in the post-COVID-19 economy, particularly
when coupled with the viewpoint expressed in V1. Such experiences are likely to widen the

existing gender pay gap of the pre-COVID-19 economy (Donald et al., 2018).

Viewpoint 3 (V3) Age: Workers under the age of twenty-five or within five years of retirement
are likely to face greater negative effects than the rest of the working-age population.

The IFS report in April 2020 also stated that workers under the age of twenty-five were
two-and-a-half times more likely to work in the sectors most affected by COVID-19 compared
to those workers aged over twenty-five. They also reported that low earners were seven times
more likely to work in affected sectors than higher earners. The author believes that a key risk
to individuals under twenty-five is that they lose their job and end up unemployed or take
alternative employment opportunities at lower wages through necessity, thus trapping them in
low-income jobs for a longer period than in the pre-COVID-19 economy.

The other vulnerable group of working-age include those within five years of their
planned retirement date. The downturn in global stock markets of at least 25%, (30% in most
G20 nations) between 20" February 2020 and 315t March 2020 has significantly reduced the
value of pension pots held by individuals, at least in the short-medium term (Goldman Sachs,

2020; Partington and Wearden, 2020). Therefore, it would seem reasonable to assume that



many of these individuals will now have to delay their retirement and offset these pandemic-
related losses through additional earnings and pension contributions, and by providing time for

markets to recover some or all of their pension pot deficits.

Viewpoint 4 (V4) Household Income: The majority of individuals are likely to see their incomes
either reduce, be frozen, or rise at a slower rate, and tax rises are likely to exacerbate these
negative effects on household income.

The International Monetary Fund (2020) project 170 countries to experience negative
growth per capita in 2020 due to the global economic effect of COVID-19, representing the
first time since the 1930s Great Depression that advanced and developing economies both fall
into recession simultaneously. They also project the global GDP to shrink during 2020-2021
by 3%, equivalent to £7.2 trillion. Deutsche Bank (2020) predicts GDP to fall in 2020 in the
United States of America (USA) by 4.2%, in the UK by 6.5%, and in the Euro Area by 6.9%.
The Banque De France (2020) reported the worst contraction in the French economy since
1945 as GDP shrunk by 6% in the first three months of 2020. Furthermore, in the USA, more
than twenty million people filed for unemployment in four weeks between 19" March 2020
and 16" April 2020, compared to nine million people across the entire 2007-2008 financial
crisis (Department of Labor, 2020; International Monetary Fund, 2020).

The author believes that these significant effects to national and global economies will
result in the majority of workers seeing their incomes either reduce, be frozen, or rise at a
slower rate in the post-COVID-19 economy as organisations seek to reduce operational costs
or collapse. This is particularly likely to affect the individuals (and therefore their wider
household incomes) previously identified as working within specific sectors (V1), as women
(V2), or under the age of twenty-five (V3). Exceptions to this general trend may include
previously underpaid key workers who provided essential services during the COVID-19

pandemic and are now more valued and better compensated, as well as workers in



predominantly online industries (e.g. digital services, e-commerce) who benefit from increased
demand and sales revenue due to the collapse of independent and high street retailers.
Furthermore, national governments will need to increase taxation if they are to manage national
debt as a proportion of GDP, which will further reduce the disposable income of many
households, evidencing the interlinked and interdependent nature of the actors within the career

ecosystem.

Viewpoint 5 (V5): Work-Life Balance: Individuals are likely to have a greater desire for work-
life balance with a particular focus on flexible working arrangements, life-long learning, and
healthy lifestyle choices.

In early April 2020, a third of the global population was under some form of lockdown
due to the COVID-19 pandemic (Kaplan, Frias, and McFall-Johnsen, 2020). Examples of
countries with some of the strictest measures included China, Columbia, Egypt, India, Italy,
Jordan, and South Africa. Where feasible, organisations asked individuals to work from home,
many having not done so before. Anecdotally, a small sample of around fifty people on the
networking website LinkedIn who had not previously worked from home reported positive
experiences of these flexible working arrangements, in keeping with previous findings in career
theory literature (e.g. Burke, Page, and Cooper, 2015; Donald et al., 2020). In particular, they
described how not having to commute to work resulted in more time to spend with family, as
well as facilitating healthier life choices such as exercising, cooking, or sleeping. Furthermore,
people felt more focused, more productive, and spent more time reading books, listening to
podcasts, or undertaking forms of life-long learning, which according to Vanhercke at el.
(2015) and Donald et al. (2020) can offer a mechanism for career sustainability within a
knowledge-based economy. The author’s viewpoint is that during the COVID-19 lockdown,
individuals will have the opportunity to reflect on the toll that long daily commutes and

working hours take on themselves and on their dependents. The outcome will be a greater



desire for work-life balance with a particular focus on flexible working arrangements, life-long
learning, and healthy lifestyle choices. However, a global recession leading to high levels of
unemployment, increased competition for jobs, and reduced household incomes (V4) may limit

the number of people able to act on such desires.

COVID-19 Response: Organisations

Viewpoint 6 (V6) Business Culture: Organisations that balance the competing aspects of profit,
ethics, and compassion in their business culture are more likely to survive and thrive in the
post-COVID-19 economy.

Capitalism and globalisation in the pre-COVID-19 economy led to many benefits for
organisations and for the communities in which they operate. However, the COVID-19
pandemic shone a spotlight on the significant inequalities in society leading to criticism by
employees, the public, and the media of organisations they considered to have prioritised profit
over ethics or compassion. This led to several policy U-turns. For example, Premier League
football clubs backtracked on decisions to use the UK Government Coronavirus Job Retention
Scheme (CJRS) to furlough backroom staff (de Menezes, 2020) and Waitrose revoked a policy
asking staff who missed work due to self-isolation to make up the hours afterwards (Read,
2020). These examples highlight how organisations realised that the optics of acting ethically
and with compassion were more important than short-term profit margins. Pedersen and Ritter
(2020) ask how the culture and identity of businesses will now change. The author believes
that organisations that balance the competing aspects of profit, ethics, and compassion in their

business culture are more likely to survive and thrive in the post-COVID-19 economy.

Viewpoint 7 (V7) Hiring & Retaining: Organisations that balance profit, ethics, and
compassion and evolve their recruitment processes will thrive by successfully hiring and

retaining employees.



Pedersen and Ritter (2020) ask if the COVID-19 pandemic will bring employees of an
organisation closer together, or drive them apart. The author agrees with the views of PwC
(2020) that organisations who balance profit, ethics, and compassion during the COVID-19
pandemic will retain their existing staff through a sense of loyalty. These organisations will
also attract new employees and gain consumer support based on the positive optics and
perceptions of their business culture (V6). Equally, organisations considered to have acted
inappropriately will experience reduced motivation, reduced productivity, and increased rates
of turnover in their staff (Porath and Pearson, 2013). They will also struggle to recruit new staff
and risk consumer boycotting threatening their long-term viability.

Organisations that continued to hire during the COVID-19 pandemic had to embrace
online interviewing due to social distancing regulations and restrictions on national and
international travel. For many businesses, this represented a major shift from the traditional
face-to-face interview approach. However, the author believes this offers several opportunities
to evolve the recruitment process in the post-COVID-19 economy. For example, online
interviews combined with remote working significantly increases the pool of talent available
to an organisation and could help to reduce the costs associated with physical office space.
Organisations would need to invest in the technology infrastructure to support remote working
(V9), but in return could promote a green agenda (V10) and offer work-life balance to new
employees as previously discussed (V5). This highlights the interconnected and interdependent

interactions identified by Baruch (2015) of the different actors within a career ecosystem.

Viewpoint 8 (V8) Agility & Resilience: Organisations who demonstrate greater agility and
resilience are more likely to survive and thrive in the post-COVID-19 economy.

Pedersen and Ritter (2020) and PwC (2020) suggest that in the post-COVID-19
economy organisations will face temporary or sustained cash flow issues, collapses in business

demand, regulatory modifications, and increased uncertainty. They also describe a trade-off



between short-term profit and long-term risk reduction with a specific focus on overstretched
global supply chains. Organisations that can absorb the short-term costs of diversifying their
supply chains will benefit from greater protection and sustainability than organisations who
continue to rely on a single supply chain source (Wilson, 2020), as such organisations would
likely fail or require government intervention (e.g. bailout) if the single supply chain collapsed.

The author agrees with the views of Wilson (2020) that businesses who have previously
embraced innovation, as a necessity to survive rather than as a desire for novelty, will be the
organisations most equipped to identify and exploit opportunities in the post-COVID-19
economy. For example, universities (online classes), restaurants (take-away diversification),
manufacturers (warehouse optimisation and automation), and retailers (online sales channels).
The author believes that organisations who identify the link between business culture (V6) and
hiring and retaining talent (V7) will be able to demonstrate greater agility and resilience,

enabling them to survive and thrive.

Viewpoint 9 (V9) Technology Infrastructure: Organisations that invest in technology
infrastructure capabilities to support critical areas of business, particularly flexible working,
will gain a competitive advantage over rival organisations.

Donald et al. (2020) describe the need for organisations to invest in technology
infrastructure (e.g. optimisation, automation, remote working capabilities) to remain
sustainable and competitive. However, as Venkatraman (1994) notes, organisations must
ensure that the application of their technology strategy aligns with their business strategy (V6).
As previously discussed, investment in technology infrastructure offering remote working
capabilities can promote employee well-being and work-life balance (V5) by maximising
career satisfaction and sustainability of employees (Burke et al., 2015; Donald et al., 2020). It
can also help the attraction, hiring, and retention of employees (V7) since individuals place

ever-greater emphasis on flexible work arrangements (Baruch, Altman and Tung, 2016). The



author agrees with the view of PwC (2020) that technology infrastructure capabilities (e.g.
optimisation, automation, and e-commerce) and fraud protection measures, specifically those
that enable remote working opportunities, will provide a competitive advantage within the post-

COVID-19 economy.

Viewpoint 10 (V10) Green Agenda: Organisations that adopt a green agenda will be more
sustainable and gain a competitive advantage over rival organisations.

The World Economic Forum (2019) conducted a global survey to understand the views
of individuals in terms of climate change as part of preparations for their Sustainable
Development Impact Summit. They found that one in seven people would choose not to fly
because of climate change, which increased to 44% when combined with people who would
opt for an alternative to flying if provided at the same cost and convenience. Most strikingly,
the greatest support for switching to low-carbon alternatives to flying came from business
travellers and people aged under twenty-five. The author believes that the COVID-19 pandemic
will force organisations to focus on a green agenda if they are to survive. For example, national
and international travel restrictions are likely to remain in place for some time allowing
organisations to lower their carbon footprint by transitioning away from air travel and
promoting remote working. Organisations can then portray their green credentials to the public
and environmental lobbyists whilst simultaneously reducing their travel budgets and boosting
the productivity of their employees. A green agenda, therefore, can offer remote working linked
to work-life balance (V5), and a more environmentally responsible perception of the
organisation that may facilitate hiring and retention (V7). Furthermore, organisations that adopt
a green agenda will be more sustainable and gain a competitive advantage by demonstrating
agility and resilience (V8) and aligning the business culture (V6) with the technology

infrastructure (V9).



COVID-19 Response: National Governments
Viewpoint 11 (V11) Welfare Bill: The COVID-19 pandemic will lead to an increased welfare
bill for national governments.

The COVID-19 pandemic saw twenty million people file for unemployment in the USA
between 19" March 2020 and 16" April 2020, compared to nine million people across the
entire 2007-2008 financial crisis (Department of Labor, 2020; International Monetary Fund,
2020). By the end of 2020, the International Monetary Fund (2020) predicts unemployment in
the USA of 10.4%, compared to 4.8% in the UK due to state intervention via the CJRS. The
author agrees with Kelly (2020) that job losses caused by the COVID-19 pandemic and
associated lockdowns are likely to continue especially in the sectors discussed in V1, as
organisations collapse or reduce the number of staff that they employ. The individuals hired in
March and April of 2020 to address temporary increases in demand during the lockdown phase
may be particularly susceptible to redundancy later in the year as organisations respond to
shifting consumer behaviour post-lockdown. These factors indicate an increased welfare bill

for national governments contributing to greater levels of the national debt as discussed in V12.

Viewpoint 12 (V12) National Debt: The policies required from national governments to reduce
the national debt incurred during the COVID-19 pandemic will affect organisations and
individuals for at least a decade.

The aggressive public health measures taken by the majority of national governments
during the COVID-19 pandemic helped to save lives but also led to predictions of the worst
economic crisis since the 1930s Great Depression. For example, the International Monetary
Fund (2020) projects 170 countries to experience negative per capita growth in 2020,
Australia’s first recession since 1991, and China’s slowest rate of growth since 1967. They also
report that the overall effects and duration are not yet clear. For example, the global economy

is set to shrink by 3% in 2020. If the pandemic can be contained by summer 2020 the global



economy could then grow by 5.8% in 2021 but if another wave of COVID-19 occurred in 2021
then the economy could instead shrink by a further 8%.

The author fears that even in a “best-case’ scenario where economic recovery occurs in
2021, the national debts accrued during the pandemic in 2020 will likely take at least a decade
to repay. Many countries have already experienced a decade of austerity politics and increased
levels of inequality following the 2007-2008 financial crisis. Therefore, it is feasible that the
COVID-19 pandemic is either a pre-text for Austerity 2.0 or for tax rises, where either policy
leads to lower household disposable incomes (V4) and increased levels of poverty (Oxfam,
2020). Furthermore, the author believes that national debt, as a percentage of GDP, will
increase as organisations default on loans provided during the pandemic lockdown phase.
National governments will either nationalise such organisations or let them fail, leading to
increased unemployment and associated welfare bills (V11). The author also agrees with Gray
(2020) that the pre-COVID-19 focus on globalisation and economic expansion will shift post-
COVID-19 to agility and resilience (V8) and climate change considerations (V10 and V15) as

the world becomes more fragmented and our lives more physically constrained.

Viewpoint 13 (V13) Job Status: Jobs that were previously low paid and undervalued but
subsequently deemed essential during the pandemic will be more valued and better paid in the
post-COVID-19 economy.

During the COVID-19 pandemic, the UK government issued a list of key workers and
non-key workers. What was striking about the key worker list was the barbell curve of pay
distribution. For example, supermarket clerks, forklift truck operators, delivery drivers,
medical assistants, nurses, and midwives experienced considerably lower incomes than
supermarket executives, technology engineers, programmers, medical consultants, and
surgeons (Gray, 2020). Furthermore, the UK Government CJRS scheme which enabled non-

key workers to stay at home furloughed resulted in some non-key workers receiving higher



incomes than low paid key workers (many on minimum wage) who experienced stress and
daily exposure to the risk of COVID-19 infection. The author believes jobs that were previously
low paid and undervalued but subsequently deemed essential during the pandemic will be more
valued and better paid in the post-COVID-19 economy. The value of these jobs to the society
in which we live means that it can no longer be acceptable to rely on “career as a calling’, a
‘sense of duty’, or “necessity for employment’ as a means to underpay such roles. The public
appreciation of the role the workers in these jobs played during the COVID-19 pandemic puts
national governments under pressure to ensure that the post-COVID-19 economy addresses the
high levels of inequality, in-work poverty, and reliance on food banks, which have been typical

experiences for these workers under the Austerity politics of the previous decade.

Viewpoint 14 (V14) Mental Health: National Governments will need to invest in mental health
services and actively train, recruit, and retain mental health workers to meet the demand
generated by the COVID-19 pandemic.

The COVID-19 pandemic has taken a significant toll on the mental health of individuals
around the globe. For example, key workers on the front line witnessing trauma and death from
COVID-19 patients on a scale they may never have seen before; supermarket and delivery
workers worrying about catching COVID-19 from interactions with the general public; people
who lost loved ones to COVID-19 and could not say goodbye or attend funerals; individuals
who lost their jobs or experienced financial hardship and turned to alcohol or gambling as
coping mechanisms; those who suffered from domestic abuse; as well, as people who struggled
with the experience of lockdown and the associated constraints on their daily lives of isolation
and temporary loss of freedoms.

Holmes et al. (2020) describe the increased social isolation, loneliness, anxiety, stress,
and an economic downturn as a perfect storm to harm people’s mental health and wellbeing.

They called on national governments to monitor mental health issues including anxiety and



depression to reduce subsequent cases of self-harm, drug or alcohol abuse, gambling addiction,
homelessness, and suicide. Additional research by Ipsos Mori (2020) of 2,250 adults during
the COVID-19 lockdown found that 49% were more anxious or depressed, 38% were
struggling to sleep, and 22% were facing financial issues. They also reported that 24% of 16-
24-year-olds said they were finding lockdown extremely difficult to cope with.

The author, therefore, believes that national governments will need to invest in mental
health and domestic abuse services and actively train, recruit, and retain additional workers to
meet the demand generated by the COVID-19 pandemic. This will be particularly crucial for
countries where such services have lagged behind physical health services before the pandemic

meaning that individuals already struggled to access services of sufficient quality.

Viewpoint 15 (V15) Climate Change: National governments that invest in a greener and
cleaner economy post the COVID-19 pandemic will experience more sustainable and longer-
term benefits than those who do not.

The Royal Society of Arts (2020) found that of 4,343 adults surveyed online in the UK,
51% had noticed cleaner air and 27% had noticed more wildlife since the lockdown. The
International Energy Agency (2020) concurred that short-term falls in CO2 had occurred,
however, they caution that the COVID-19 pandemic could be a longer-term threat to climate
action and renewable energy investment if national governments divert resources during a
recession.

The author believes that climate change poses a significant threat to global economies
and the COVID-19 pandemic provides an opportunity for national governments to re-model
their economies as a mechanism for job creation and to offer some protection to wider society
against Austerity 2.0. National governments that invest in a greener and cleaner economy post
the COVID-19 pandemic (e.g. research and development, infrastructure, technology) will

experience sustainable and longer-term benefits than those who do not. For example,



investment and subsidies in public transport, electric cars, cleaner energy, and recycling.
National governments should also invest in the provision of reliable fibre broadband
connections across the UK as this can enable more workers to gain the work-life balance (V5)
associated benefits of remote working and help to reduce carbon emissions and operational

costs (e.g. office space) for organisations (\V10).

COVID-19 Future Careers (CFC) Model and Analysis

This article has now addressed the three aims set out in the introduction. (1) To
understand how the response to COVID-19 might affect the future careers of individuals
(V1-V5). (2) To explore how the response to COVID-19 might affect the future of organisations
(V6-V10). (3) To ascertain how the response to COVID-19 might affect national governments
(V11-V15). Figure | offers a new COVID-19 Future Careers (CFC) Model that draws together
the fifteen viewpoints.

Figure | (next page)

The COVID-19 pandemic offers a turning point in history whereby the post-COVID-
19 economy characterised by reduced inequality (V1, V2, V3, V4, V11, and V13), improved
mental health (V14), greater work-life balance (V5), and mitigating the effects of climate
change (V10 and V15), provides an alternative to the non-sustainable economic expansion of
the pre-COVID-19 economy (Gray, 2020). There appears to be public support for such change
as asurvey of 4,343 adults in the UK found that 85% wanted to see at least some of the personal
and social changes experienced during lockdown to continue afterwards and only 9% wanted
a complete return to a pre-COVID-19 society (Royal Society of Arts, 2020). The survey also
found that 40% of adults felt a stronger sense of community and 39% had more contact time
with family during the COVID-19 lockdown.

The author believes that individuals (V1-V5), organisations (V6-V10), and national

governments (V11-V15) will need to recognise their interconnectedness, interactions, and



Figure I. COVID-19 Future Careers (CFC) Model
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interdependencies as the actors within a career ecosystem in the post-COVID-19 economy
(Baruch, 2015). For example, the cumulative effects of the sector of work (V1), gender (V2),
and age (V3) will directly affect household income (V4) for individuals. In turn, this affects
national governments in terms of the welfare bill (V11) and national debt (V12) and raises the
need to address existing perceptions of job status (V13). It also affects mental health requiring
national governments to invest in mental health service (V14) and to train, recruit and retain
workers (V7) to meet such demand.

National government policy should strive for a green and clean economy to address the
threat of climate change (V15) through investment in infrastructure projects, digital
transformation, and research and development to facilitate job creation, enable organisations
to survive and thrive, and offer a sustainable alternative to Austerity 2.0. National governments
must facilitate organisations to align their business culture (V6), agility and resilience (V8), and
technology infrastructure (V9) (Venkatraman, 1994) as part of their green agenda (V10) (Gray,
2020). For example, by offering subsidies to enable diversification or re-shoring of essential
supply chains, by investing in reliable fibre broadband connections to facilitate remote
working, and by increasing taxes on business-related travel as a mechanism to reduce CO>
emissions. Moreover, Baruch et al., (2016) found that individuals place ever-greater emphasis
on flexible working arrangements and Burke et al. (2015) and Donald et al. (2020) suggest
such arrangements can maximise career satisfaction leading to improved work-life balance
(V5), enhanced attraction, hiring, and retaining of employees (V7), and result in better

performing organisations.

Theoretical Contribution and Future Research
This article offers a new contribution to career theory as at the time of submission there
has not been a peer-reviewed publication in this field looking at COVID-19 and the future of

careers. Additionally, this article further develops careers ecosystems theory (Baruch, 2015;



2013) by building on the work of Donald et al. (2020) who applied career ecosystems as a
theoretical framework for sustainable graduate careers. Further theoretical contribution
emanates from the development of fifteen viewpoints and the construction of a CFC Model
and three associated opportunities for future research. (1) Empirically test the new CFC Model
to identify ways to maximise benefits to all actors within a career ecosystem. (2) Empirically
explore how individual attitudes to work and the wider economy has changed pre and post the
COVID-19 pandemic, with particular focus on how society rewards and values jobs. (3).
Develop case studies of national governments and organisations around the world to identify
best practices by comparing and contrasting their different strategies to the COVID-19

pandemic and climate change, and the effects on careers and the post-COVID-19 economy.

Practical Contribution

The practical contribution of this article comes through offering individuals,
organisations, and national governments insight into how the response to the COVID-19
pandemic might affect them in the post-COVID-19 economy, thus providing an opportunity
for these actors to prepare, adapt, mitigate, and benefit from such scenarios.

For example, national governments will need to balance economic decisions with
compassion for actual people’s lived experiences to account for the interlinked nature of the
health, social and economic effects of the COVID-19 pandemic. Society needs to look at
individuals who work in jobs that have previously had a low appreciation (e.g. carers) and start
to recognise, value, and compensate them appropriately. This approach can help address
existing levels of inequality in society, particularly in terms of household income contributions
by women and workers under the age of twenty-five. National governments need to invest in
mental health services and actively train, recruit and retain workers. They also need to invest
in a greener and cleaner economy to support organisations, to generate jobs, and to minimise

the effects of Austerity 2.0 and climate change. Organisations need to evolve and utilise



technology to reduce their carbon footprint and enable their workers to work remotely where
this is feasible as part of a wider strategy to promote work-life balance and attract, hire, and

retain staff.

Conclusion

The COVID-19 pandemic was a watershed moment for humanity and the health,
financial, and social implications are likely to have far-reaching effects potentially lasting a
decade or more. The selfless actions of low-paid key workers on the front line during the
pandemic must provide the catalyst for a fairer society and a re-evaluation of the value,
contribution, and remuneration of these essential jobs. The fifteen viewpoints and the new CFC
model offer the basis for further empirical research in the field of career theory and beyond. In
practical terms, this article offers individuals, organisations, and national governments an
overview of their interconnected, interactions, and interdependencies as actors within a career
ecosystem. The sustainability of future careers in the post-COVID-19 economy relies on
collaboration, innovation, and a shared vision across these actors in terms of strategy,

particularly to address the impending challenges of Austerity 2.0 and climate change.
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