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Abstract.

Research background: The paper uses labor economics and career theory
to design an integrative approach to career research focusing on new
occupations and career development.

Purpose of the article: The purpose of this paper is to call for an
integrative approach to career research aiming to characterize labor market
trends and discuss perspectives on careers using highly skilled migrants
from Central and Eastern Europe as a case. The paper discusses the
specificity of career development in the context of the Industry 4.0. and an
integrative approach vs. other approaches.

Methods: The methodology insists on several ways that enable a triangular
analysis. The research combines in-depth-analysis of bibliographic data in
the Web of Science database, unstructured interviews with top
managers/co-owners of multinational companies in August and September
2020 as a base for writing two narrative cases.

Findings & Value added: Findings show the tendency of career theory to
provide a narrow view of a career. They highlight the trends in considering
the wide variety of career situations, which results from the fact that
careers locate in time and space. The paper provides examples to explore
career differences better and seek for alternative explanations to career
experiences. Because carecer dynamics are influenced by individual
characteristics and career development practices, a more integrative
approach to career research must address the complexity of labor markets.
The added value is to encourage discussions about career theory focusing
on a wide range of issues.
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1 Introduction

In the context of Industry 4.0, labor force changes accelerate, and workers must adapt to the
demands of the labor market if they want to keep their jobs and continue their careers. The
economy creates jobs for all types of achieved education, but it is evident that the most
remarkable growth in demand arises on workers who have completed secondary and higher
education. Although new occupations will create, many existing jobs strongly influence
technology, the international division of labor, and the workforce's growing education.
These changes affect everyone, and few will have the same job throughout their productive
lives, so most must improve or expand their skills, or even change their careers.

Nobody is sure what he/she can expect from structural changes in the labor market.
Some trends predict what to count on and what to consider when deciding on future
education and careers. Some jobs will exist, others will change, and others will disappear.
Statistics and research studies about labor market developments in the context demographic
changes are available; personnel/human resource experts discuss dividing labor into good
and evil and estimate career development opportunities.

The purpose of this paper is to call for an integrative approach to career research aiming
to characterize labor market trends and discuss perspectives on careers using highly skilled
workers in multinational companies operating in the Czech Republic as cases. The paper
discusses the specificity of career development in the context of Industry 4.0. and an
integrative approach vs. other approaches.

2 Research methods

The methodology insists on several methods that enable a triangular analysis. The research

combines state-of-the-art knowledge identified by in-depth-analysis of secondary sources,

mainly papers from the Web of Science, and published in 2018-2020, with two unstructured

interviews held with top managers/owners in August and September 2020. The interviews

provide information for writing two narrative cases. The interviews concentrate on aspects

identifying career development approaches in business and personnel/human resource

practices used for achieving a sustainable career. The focus represents the following

questions:

—  What reasons motivate employees to change jobs or change their careers?

—  What practices can effectively develop competencies?

—  What personnel/human resource management is accepted by employees so that they are
interested in developing their careers and not interested in leaving their employers.

The reasoning methods are that career touches human beings and deals with social
phenomena, which is deeply rooted in history, culture, values, and behaviors. However,
business reality tends to apply pragmatic practices. Secondly, based on the bibliometric
analysis, a need for an integrated approach to developing a career is evident due to the
world's uncertainty and dynamics in the labor markets. Therefore, research collects and
analyses data by an interpretative group of methods that reveal human subjects' meaning-
making practices to get a basis for achieving results, emerging questions for the practice,
and ideas for future research.

2 Literature overviews

2.1 The bibliographic analysis
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We retrieved 120 785 bibliographic records that matched the query in database search in
the period 2000-2020. In the period 2000-2020, records from the Web of Science databases
count for 46 501 and Scopus 74 284, during 2018-2020, it is evident substantially growing
interest in topics as shown in Table 1. The enormous amount of literature of various
sciences does not allow a complete analysis of all of them. The analysis limits the most
significant works in the paper, considering the citation index related to labor economics,
employability, career theory, career development, and career sustainability from 2018 to
2020. The Web of Science studies outlines the development of promising directions in
several areas, mostly in education and educational research, management, economics,
applied psychology, and scientific education disciplines.

Table 1. Bibliographic records by the query in the Web of Science and Scopus databases.

Query Web of Science | Web of Science Scopus Scopus
2000-2020 2018-2020 2000-2020 2018-2020

Labor economics 5579 1303 16 115 3387
Employability 6176 2275 7 574 2427
Career theory 9622 2 947 12 049 3101
Career development 23 166 6 654 35585 8168
Career sustainability 768 308 1126 395
Sustainable career 1190 485 1835 597

Total 46 501 13972 74284 18075

Source: Author. Accessed 2020/09/29.

Labor economics belongs to the most studied topics in the USA (359 publications in the
Web of Science in 2018-2020, accessed on 2020/09/30), England (135), Germany (105),
Russia (91), Australia (73), and in the CR 18 ones. Articles cover according to categories
topics from economics (509 publications), education and educational research (86),
development studies (69), management (68), and environmental studies (54), and others.

In the case of employability, the order of the number of publications characterizes the
following: England (403), Australia (278), Spain (241), the USA (192), and Netherlands
(129). The CR records 22. Papers belong to topics from categories: education and
educational research (1 055 publications), management (195), applied psychology (99),
economics (96), and scientific education disciplines (80).

Publications about career theory mainly print in the USA (1 167), England (299),
Australia (226), the People's Republic of China (220), and Canada (168), and the same
period in the CR 13. They focus predominantly on education and educational research (596
publications), applied psychology (490), management (457), business (189), and scientific
education disciplines (144).

Career development mostly becomes a subject of publications in the USA (2 370),
England (672), Australia (489), the People's Republic of China (381), Canada (323), and
Russia (286), but the CR 50. They belong to education and educational research (1 776),
applied psychology (519), management (517), scientific education disciplines (446), public
environmental and occupational health (261).

The focus on career sustainability predominately seen in papers published in the USA
(94), Australia (40), England (39), Canada, the People's Republic of China, and Spain (each
per 20), in the CR, only one. They go to green sustainable science technology (61),
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environmental sciences (60), education and educational research (55), environmental
studies (53), and management (26).

2.2 A theoretical ground of the career development

Current labor markets characterize the shortage of talents, rising demands of technical
skills, aging of the population, and disappearance of repetitive jobs. Competitiveness in the
industrial sectors and the implementation of modern technologies make up specialists with
the science, math, and engineering background of the critical labor force. Such employees
feel stronger when negotiating employment conditions, and employers become weaker in
their staffing and retaining. On the other side, the labor market requirements must match
migrants' supply and unskilled or semi-skilled workers. For example, job growth in
Germany, Spain, Sweden, and the UK in 1992-2015 is evident in occupations with high job
quality characterized by education, prestige, and job satisfaction. That means production
workers and office clerks lost grounds, and employment enormously expands in the salaried
(upper) middle class among managers and professionals [1]. The speed of technological
changes emerged in Industry 4.0 and created a significant gap between employees' current
capability and job requirements. So, employers must rethink the traditional approach to
career development and their attitudes to some groups of managers, e.g., middle managers,
who are still overlooked as a source of talents [2].

The migrants are a diverse workforce, and prospective employers pay specific attention
to highly skilled ones. This category is constructed artificially, limiting their situation in the
labor market [3]. The highly educated international migrants represent a growing segment
of the workforce and play a role as an essential source for developing mature economies
[4]. So, research analyses drivers for migration and obstacles to integration in the host
countries, like determinates of immigration and personnel/human resource practices aimed
at the socialization at the workplace. Cebolla-Boado and Miyar-Busto [5] argue that long-
term, highly skilled migrants prioritize both investment returns into education and
attractive, generous welfare setups.

The skill portfolios of immigrants impact the employment conditions on the host labor
markets. Their inflow put pressure to reduce wages of competing native workers (with the
similar skills as immigrants possess) and increase of those complementary workers (with
skills that complement of skills offered by immigrants [6]. The influence of the intra-EU
migrants in the UK, Germany and Denmark was analyzed by Felbo-Kolding, Leschke, and
Spreckelsen [7] after the 2004/2007 EU enlargement. They find that it causes a division of
labor along occupational and industry lines and determinates wage differences in the
mentioned countries, specifically, EU-West/EEA migrants occupy better jobs (even
outperforming nationals), followed by EU-South and CEE migrants. Nationals' attitudes in
fifteen European countries to migrants show representative surveys before and after the
European refugee crisis in 2014. Wealthy natives prefer highly skilled over low-skilled
migration irrespective of natives' skill levels [8].

In the world, divergence trends deepen the economic differences among regions and
metropolitans, which manifests in many ways, including labor force participation and the
spatial distribution of skills and returns to education [9]. Cities in Canada and some
advanced economic regions use place branding to attract high-skilled and well-educated
immigrants; however, migrants look when they decide the country and places to live more
at the economy and housing than traditional branding and promotional efforts [10].

In the case of Central and Eastern countries, the migration expects to continue, and
drivers will come from demographic and economic reasons; specifically wage differences
between the home and host countries, like Poland or Ukraine, and a perspective of higher
earnings in developed economies encourage to transfer [11, 12, 13]. The CEE represents a
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critical labor source region for the tourism and hospitality sectors of many Western
countries [14]. The medical professions belong to highly demanding occupations
worldwide, particularly in Europe, as the health care sector experiences the most severe
labor shortages. Botezat and Ramos [15] analyze the inflow of doctors in the OECD
countries from 2000 to 2016 and reveal that the inflow from Central and Eastern Europe (as
well as from Africa and Asia) motivates a lower unemployment rate, fair remuneration of
physicians, aging population, and the better level of medical technology. The decisive
factor for obtaining a highly paid job and social integration of Eastern European migrants
becomes the host country's language proficiency, but it does not guarantee employment or
career progression [16]. Many high-skilled migrants from the CEE cause structural
problems in the domestic labor market. It exists in the health care in the CR, or in Hungary
from where emigrants go to the West for altruistic motives to support the household who

remain behind [17].

Any worker looking for a job wants to secure himself and his loved ones and integrate
into the social community. Career choice traditionally relies on matching a person to job
requirements based on a century-old three-step prescriptive formula characterized by a self-
exploration, an occupational exploration, and a self-occupation comparison. However, the
rapid changes in the labor world destabilized such career choices [18]. The international
division of labor, together with modern technology, is changing the conditions for
employability and career development. Regardless of the worker is a native and a migrant;
anybody must be on the track of a sustainable career and enjoys a moderate degree of
productivity, health, and happiness across the lifespan, which means to learn and tackle
sustainable career challenges [19].

Baruch [20] comprehensively discusses the scholarly approaches to careers and argues
that it is realistic to view career development from a balanced perspective that integrates
several points of views:

— acareer as an order or chaos,

— Dboundaryless and protean careers or traditional careers, i.e., gradually climbing a ladder
in an organization,

— the organizational or individual perspective in theory development and practical
considerations, i.e., who is the agent in developing a career — an organization or an
individual,

— meaning of career success: from external to internal to integrated, i.e., who is the
crucial evaluator of career success - the external audience or an individual or a
combination of both.

These days, it seems that formerly the glorified boundaryless and protean career
concepts are over as too agentic. The role of institutions is critical in career sustainability.
They manage education and development systems as a part of motivational programs
closely reflecting business reality and combine on-the-job training with welfare regimes,
worker's voice, rostering, and other benefits [21].

An individual, being in learning mode, creates pre-conditions to facilitate career
sustainability [22], mainly if a person can develop critical thinking, problem-solving,
communication, and teamwork [23]. In their study, Forrier, De Cuyper, and
Akkermans [24] provoke a strong focus on personal agency in employability research and
provide arguments that employability is (a) contextual, (b) relational, and (3) polarizing,
which stress the importance of the environment, social networks and strategies of
organizations to invest in people development. Developing a career must match with an
organization's culture where leadership and personnel/HR strategy demonstrate in a shared
mindset that learning is a primary mode, at least for surviving and preferably to achieve
success. Tordera et al. [25] show no direct relationship exists between HR practices and
sustainable careers. They argue that some interactions between age and six HR practices
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influence well-being and performance, i.e., younger employees benefit from staffing,
performance appraisal, security, and exit management, but older employees from
contingent pay and a competitive salary.

3 Narrative cases

3.1 Narrative case 1

Radovan, 56, owner of several companies, from which one operates in the ICT sector, and
another provides project management services. Clients come from EU countries. His
companies belong to small enterprises from the number of employees. So, any business
success's crucial resource represents intellectual capital and participative leadership,
encouraging staff enthusiasm and engagement.

In the past, he worked as a top manager of banks located in the CR. Based on
comparing approaches to career development in large and small companies, he argues that
people mostly worked for large employers who planned their careers in the past. Nowadays,
the largest employers employ fewer employees in the economy than years ago, and small
employers create new jobs. In the future, the workforce is very likely to work for small
employers rather than large ones. While large employers will remain a vital part of the
economy, small employers will become critical for competitiveness. Job requirements put
by small employers include more flexibility and faster adaptation to change.

Radovan has been striving to implement fair personnel practices in his companies. He
believes that a reasonable employer must offer a high quality of labor conditions to reduce
employees' change jobs. He knows that people seek higher wages and better benefits, want
to advance in a career or change a focus in career, enjoy a less stressful job, try to balance
work/family life, appreciate opportunities creating an enlargement or an enrichment of
employment, need to recognize for accomplishments and have an optimistic boss.

When he established his own business, he gradually delegated all operational functions
in personnel management to the managing partner responsible for personnel practices, like,
recruitment, selection, performance management, and compensation. The long-term
strategy is to pay wages above the local market rates and relay on flexible working
hours/self-rostering, but the key indicator of any performance appraisal is sustainable
performance. Compensation, together with the work/family-life balance policy, belongs to
preferable motives why the staff is willing to work hard, search for learning opportunities
and develop hard- and soft competencies as the guarantee of employability.

Career development is based on on-the-job training, as it mostly suits the clients'
requirements and achieved results. Participating in projects provides personal development
challenges as the most effective learning practice and can increase incentive wages.
Becoming a member of international project teams needs to develop critical thinking,
teamwork, and communication with diverse clients. However, the Czech educational
market is small, so staff must use online training offered by other companies in a network
or universities ranked among the world leaders.

He assumes that a life-long career cannot be one-wayj; it is beneficial for anybody when
he/she jumps forward with some falls. A successful career is not just about advancing; in
today's flat structures and international involvement in business via ICT, it can develop
horizontally, based on expertise, but firmly based on technical skills (digital skills) and the
art of dealing with different people. The evaluator of success should be the person himself
and the environment in which a worker applies for a job because the contracting authority
assesses what added value it will bring for business. He believes that a sustainable career
requires positive thinking and endless energy to work on personal competencies.
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Equations should be centred and should be numbered with the number on the right-hand
side.

3.2 Narrative case 2

Pavel, 57, managing partner, a multinational consultancy firm specialized in human
resource development. The company operates in seven European countries and has got five
branches outside Europe. The company focuses on corporate training and development,
coaching, appraisal interviews, and designing competency models. The Czech subsidiary
belongs to the micro-enterprise category, operates here since 1993, and achieves an
excellent reputation. It provides services to clients in the CR, Slovakia, and partly in
German-speaking countries. The Czech team consists of culturally diverse consultants who
speak fluent English and can use an extensive network of freelance consultants. Each
subsidiary receives support from the headquarters located in Portugal and utilizes know-
how sharing across borders. They currently suffer from dropping business demands as the
consequences of the COVID19. However, they adjust their portfolio of services to match
trends in soft training. Some clients, mainly outside the CR, begin to ask for online training
and prefer courses in the applications: MS Teams, Google Hangouts, or Webex. The
company monitors the education market situation and innovates its procedures to focus on
critical thinking, problem-solving, communication, and teamwork. All consultants struggle
with an unpleasant form of distance training as they have no face-to-face contacts usually
used in practice soft skills. However, they assume as opportunities to combine traditional
and online learning with helping clients balancing work-family activities. The career
development of consultants must base on a flexible working scheme/self-rostering, home
office, diverse teamwork, massive open online courses, and permanently up-graded ICT
skills.

A consultant's career demands knowledge, but mainly on personal resilience and a
positive approach to change. Any initial success is determined by professional background,
e.g., economic, technical, scientific. During a productive life, the consultant is dependent on
the ability to adapt, not be afraid to start a new occupation, or change jobs.

3 Conclusion

The labor force must learn throughout the whole active life. An idea of a sustainable career
always implies to develop competencies matching requirements of the labor market. The
starting position represents necessary skills, i.e., literacy, numeracy, foreign languages, and
digital skills, and later learn higher skills, like transversal, entrepreneurial, and new digital
skills. No one can be sure whether employers welcome the initial education. Some trends in
developed economies hint at what job seekers can count on and what to consider when
deciding on future education and careers.

The occupations, for which demand is proliferating, offer many career opportunities.
They require a university degree and skills development beyond the knowledge acquired at
a university. The necessity is upgrading skills with the focus on technical knowledge
because new jobs include technology, computers, automation, and artificial intelligence.
Many workers will change jobs and careers multiple times during their working lives.
These changes are still difficult to define because there is no consensus on what a career
change entails and how long a worker should pursue one profession.

In the USA, three of the four fastest-growing occupational groups become the
executive, managerial and administrative jobs, specialists and technicians, and their
supported occupations. Occupations requiring a low level of formal education will
experience stagnation or decline in the employed population due to automation, robotics,
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and the relocation of production to other destinations. Nevertheless, all workers will have
employment opportunities as fluctuations occur, and new operations will open. However,
those with higher education, being in learning mode and rely on themselves than on the
traditional career ladders will get more chances to go ahead.

The paper is supported by the OP Prague — Pole of Growth of the Czech Republic.
CZ.07.1.02/0.0/0.0/17_049/0000835. Neurotechnology to Improve the Quality of Life and
Cyberbullying Prevention in Society 4.0. CTU in Prague, FBME. Period: 1.2.2019 - 31. 7.2021.
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