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Abstract 

The COVID-19 pandemic has become a significant global crisis that requires individuals, 

organizations and nations to take necessary steps to cope. To develop a comprehensive and 

systematic understanding of the impact of COVID-19 pandemic on individuals’ career development 

and possible coping strategies, we adopt a cultural psychological perspective to analyze: (1) how 

internalized cultural orientations (e.g., values, thinking styles, regulatory focus) may shape 

individual responses and coping strategies to COVID-19 pandemic; (2) how national culture 

influences the collective actions and norms during COVID-19 pandemic; (3) how to integrate 

insights from cultural psychology to enrich research on career management strategies in response 

to a fast changing environment. While this paper primarily focuses on the role of national culture 

(i.e., the shared meanings and practices in a nation), these discussions can largely be applied to other 

cultural settings. Practical implications are also discussed. 
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Understanding the Impact of the COVID-19 Pandemic on Career Development:  

Insights from Cultural Psychology 

Theories and research on individual coping (e.g., Lazarus & Folkman, 1984), self-

regulation (e.g., Rothbaum, Weisz, & Snyder, 1982) and career transitions (e.g., Fouad & Bynner, 

2008) are of great relevance to understand individual responses and reactions to emerging 

stressors associated with the COVID-19 pandemic. As humans are a cultural species, an 

investigation of the career implications of the COVID-19 also benefits from a cultural perspective. 

Theories and research from cultural psychology help to explain not only differences observed 

across cultures (e.g., Fouad, Hansen, & Arias-Galicia, 1986; Fouad, 2002; Hofstede, 1980; House 

et al., 2004) but also commonalities shared universally (e.g., Bond & Smith, 1996; Gelfand et al., 

2011; Heine & Norenzayan, 2006; Kitayama, 2002; Oyserman & Lee, 2008).  

In this paper, we adopt a cultural psychological perspective to understand individuals’ 

coping, self-regulation, and career management processes in response to the COVID-19 

pandemic. We propose that, because members of a cultural group are socialized to endorse the 

shared cultural meanings (e.g., values, thinking styles), these cultural orientations will provide 

important guidance to their personal evaluations of stressors and choices of coping strategies. In 

addition, culture-directed collective actions and norms in response to the COVID-19 pandemic 

will serve as a top-down influence on individual members’ behaviors. We then discuss how to 

integrate these insights from cultural psychology to enrich career management research and offer 

important future directions.  

Culture as Internalized Orientations  

A nation’s culture refers to the shared psychological meanings and collective practices that 

distinguish one nation from another (Hofstede, 1980). The shared cultural meanings have been 

operationalized in various ways, such as cultural values (Hofstede, 1980; Schwartz & Bilsky, 
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1987; Triandis, 1995), self-construals (Markus & Kitayama, 1991), thinking styles (Ji, Nisbett, & 

Su, 2001; Nisbett, Peng, Choi, & Norenzayan, 2001; Spencer-Rodgers, Williams, & Peng, 2010), 

regulatory focus (Higgins, Pierro, & Kruglanski, 2008; Kurman & Hui, 2011), and so on. Given 

that members from the same nation are socialized to use their culture-specific orientations to 

guide their daily coping processes, there are significant cross-cultural differences in individuals’ 

appraisals of stressors, choices of coping strategies, and indicators of adaptive outcomes 

(Heppner, 2008; Wong & Wong, 2006). In this section, we discuss how culture plays a pervasive 

role in shaping the ways people assess and cope with career-related stressors associated with the 

COVID-19 pandemic.  

The COVID-19 pandemic emerges as a stressful and even traumatic event that requires 

individuals to make sense of the new situation and choose appropriate coping actions. Since 

cultural values reflect the desirable end states that are worth pursuing (Hofstede, 1980; Schwartz 

& Bilsky, 1987; Triandis, 1995), they are likely to influence members’ attentiveness to and 

prioritization of stressors in the appraisal processes. For example, in a country that values 

individualism (vs. collectivism), people tend to form an independent (vs. interdependent) self-

construal (Markus & Kitayama, 1991) and prefer to use ideal self (vs. ought self) to guide their 

behaviors (Higgins et al., 2008; Kurman & Hui, 2011). These cultural orientations will direct 

members’ attention to stressors closely related to their personal career development (Heppner, 

2008), such as job insecurity, difficulties of working from home, emergence of new career 

opportunities, and so on. In contrast, in a collectivistic culture, people’s attention may go beyond 

their personal career development considerations to include issues related to their work groups, 

organizations, and social networks (Guan et al., 2015; Guan, Deng, Risavy, Bond, & Li, 2011a; 

Wong & Wong, 2006). Based on different appraisal processes, the choices of coping strategies 

and their effects may differ (Lazarus & Folkman, 1984), which will be discussed below. As 
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individualism, self-construals and regulatory focus only represent limited aspects of cultural 

influence, future research should adopt a more comprehensive framework of cultural orientations 

(e.g., Schwartz & Bilsky, 1987) to advance existing literature on cultural differences in appraisals 

of stressors.  

To cope with the various stressors associated with COVID-19, individuals may choose to 

use primary control (e.g., directly solving the associated problems) or secondary control (e.g., 

accommodating and reappraising existing problems) strategies (Rothbaum et al., 1982). The 

choices of coping strategies have also been found to be shaped by national culture (e.g., De Vaus, 

Hornsey, Kuppens, & Bastian, 2018; Heppner, 2008; Weisz, Rothbaum, & Blackburn, 1984). For 

example, through comparing Japanese and American cultural traditions and practices, Weisz et al. 

(1984) found that primary control strategies are heavily emphasized in American society whereas 

secondary control strategies are more valued in Japanese society. Evidence points to cultural 

differences in thinking styles (Ji et al., 2001; Nisbett et al., 2001; Spencer-Rodgers et al., 2010) 

helps to account for such Eastern-Western differences in coping strategies. Specifically, 

Easterners (e.g., Chinese, Japanese) are more likely to use holistic (vs. analytical) and dialectical 

thinking styles than Westerners (e.g., Americans), which are characterized by the emphasis of 

context (vs. objects) as the determining forces, the expectation of constant changes (e.g., bad 

things can be transformed into good things), as well as the tolerance of contradiction (e.g., 

opposite characteristics or elements can coexist with each other). Although the primary control 

strategies are generally preferred by Westerners, the holistic and dialectical thinking styles give 

rise to the tendency of valuing the secondary control strategies and using both among Easterners 

(De Vaus et al., 2018; Heppner, 2008), which helps to explain the high levels of resilience, or 

even optimism, of Easterners when facing difficult situations (De Vaus et al., 2018; Ji, Zhang, 

Usborne, & Guan, 2004).  
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The above discussions suggest that culture is a useful angle to understand the variations of 

coping strategies and their effects (Heppner, 2008; Wong & Wong, 2006). More importantly, this 

line of research may help to advance extant research on career management strategies by 

recognizing a fuller range of functional strategies arising from different cultures, which has the 

potential to enrich the repertoire and flexibility of individual career management activities in 

response to the fast situational changes (Cheng, 2009).  

In addition to its manifestation in individual orientations, culture is also embedded in a 

nation’s social systems, collective actions and daily practices (Hofstede, 1980; Kitayama, 2002). 

As the COVID-19 pandemic is a threat to nations’ security, prosperity and social order, collective 

actions led by governments are deemed as crucial steps to overcome the emerging problems 

associated with it. In the subsequent section, we continue to analyze how national culture 

influences the collective decision-making processes and subsequent actions, and how these factors 

may impact members’ behaviors.  

Culture as Normative Forces and Collective Practices  

The collective decision-making process of a nation is closely related to the dominant 

leadership prototypes and styles in that culture (House et al., 2004; Smith et al., 2002). Smith et al. 

(2002) found that managers from high power distance cultures are more likely to seek guidance 

from vertical sources (e.g., superiors, authorities) rather than lateral sources (e.g., peers). 

Similarly, the Global Leadership and Organizational Behavior Effectiveness (GLOBE, House et 

al., 2004) study of 62 societies shows that people in low (vs. high) power distance cultures tend to 

endorse participative leadership (i.e., leaders include others in decision-making processes). These 

findings suggest that in high power distance cultures (e.g., China, Singapore, Saudi Arabia), a 

centralized decision-making process dominated by top leaders is more likely to be viewed as a 

legitimate way to formulate and implement collective coping strategies, whereas in low power 
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distance cultures (e.g., USA, UK), participative decision-making process that involves 

stakeholders from diverse backgrounds is preferred. For example, in China, the central 

government requires all schools to be closed to prevent the spread of the virus; while in America, 

this is not unanimously decided by the Federal government but is individually assessed by each 

school, at least at the beginning (Sawchuk, 2020). These distinct ways of decision-making have a 

great impact on the progress of curbing COVID-19 at the national level, which will consequently 

impact members’ individual coping processes.    

Previous research also shows that, people in collectivistic (vs. individualistic) cultures are 

more likely to use group performance, rather than leaders’ personal characteristics to evaluate 

their effectiveness (e.g., Ensari & Murphy, 2003). These findings suggest that when facing a 

conflict between collective and individual interest, political leaders in collective cultures (e.g., 

Japan, China, South Korea) are expected to prioritize national benefits over individual benefits, 

whereas in individualistic cultures (e.g., USA, UK, Australia), there is a need to balance the two. 

Accordingly, in collectivistic cultures, governments lock down cities that are most seriously 

affected by COVID-19 (e.g., Wuhan, China) and mobilize resources from all over the country to 

support those cities. While these actions are helpful to prevent a national crisis, they impose 

inconvenience and disruptions on individuals (McKelvey, 2020).  

In addition to the above value dimensions, the notion of cultural tightness-looseness, 

which refers to the strength of cultural norms (Gelfand et al., 2011), offers another unique angel to 

understand culture as normative forces. A tight culture allows little room for individual liberty and 

poses high censuring pressure, whereas a loose culture provides members more room of 

discretion. It has been found that cultural tightness is positively related to more political forces to 

suppress dissent and control social order (Gelfand et al., 2011). Accordingly, in tight cultures 

(e.g., Pakistan, Singapore, South Korea and China), governments tend to make strict behavioral 
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guidance for the public (e.g., social distancing, wearing masks, tracking individual health 

conditions) and closely monitor and punish deviance (e.g., Brueck, 2020).  

For example, China employed nationwide lockdown, individual insolating, community 

recording, and domestic and international travel tracking. Almost everyone has participated in the 

coping process through self-isolating and establishing health profiles (Ankel, 2020). The level of 

collective cooperation and compliance from individual citizens is beyond apprehension to many 

cultural outsiders, especially members of loose cultures (e.g., Australia, Spain, USA, 

Netherlands), where governments allow people to have more personal discretion (e.g., Govan, 

2020; “‘LIBERATE’”, 2020). The cultural practices discussed above may also impact individuals’ 

coping, self-regulation and career management practices, over and above the influence of 

personally internalized orientations. Since high power distance, high collectivism, and tight norms 

of a society are associated with centralized decision-making process, emphasis of collective 

interest over individual interest and strict control of social order, they will create a strong situation 

that heavily influences members’ work and life activities, irrespective of their own preferences.  

To cope with the COVID-19 pandemic, many employees, such as “key workers” or 

“essential workers” whose jobs are vital to public health and security (White & Hope, 2020), are 

expected to continue working. Those workers contribute to minimizing the collective damage and 

securing the national interest, at the potential expense of their own physical and mental well-being 

(e.g. Heren, 2020). In China, many health and medical professionals are deployed to support their 

peers in other cities. The excessive work stress and risks during the COVID-19 pandemic may 

lead to decreased self-regulation strengths or even traumas (Fouad & Bynner, 2008; Guan, Arthur, 

Khapova, Hall, & Lord, 2019). On the other hand, this work experience may also arouse a strong 

sense of pride and highlight the meaningfulness and significance of their profession. It may also 

help them build feelings of emotional bonding and connections with peer doctors who fight side 
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by side with them, creating opportunities for new career skill development and future career 

opportunities (Fouad & Bynner, 2008; Guan et al., 2019). To cushion the adverse effects of 

sacrificing self-interest for the collective good, governments and social institutes should take 

necessary measures to protect key workers’ occupational safety, recognize their contributions and 

support for their recovery from the excessive work demands (Gao & Gurd, 2018).  

For people who do not belong to the category of key workers, their work, study and daily 

life are also disrupted by COVID-19, especially in cultures with high power distance, high 

collectivism and tight norms. These people may need to use alternative ways (e.g., study and work 

from home, online supervision and communication) to manage their learning and work activities 

(McKelvey, 2020). People in low power distance, high individualism or loose-norm cultures may 

be allowed to have some personal discretion to arrange their work and life, therefore being 

affected to a lesser degree and experiencing low stress. However, the permission of more 

individual liberty may influence the efficiency and effectiveness of collective coping policies 

against the COVID-19 due to the lower compliance (e.g., social distancing). Therefore, 

governments should carefully balance the considerations of collective and individual interests and 

effectively manage the tradeoffs of social control and individual liberty, in order to achieve 

optimal outcomes for the public.  

An Integrative and Dynamic View of Cultural Effects  

Beyond exploring the multiple ways that culture may influence individuals’ responses to 

the career challenges during the COVID-19 pandemic, we also attempt to develop an integrative 

and dynamic view by considering the contingency factors that may strengthen or weaken the 

effects of national culture (Leung, Bhagat, Buchan, Erez, & Gibson, 2005). From a social identity 

perspective (Tajfel & Turner, 1986), an important individual moderator for the impact of national 

culture is a member’s cultural identification, which refers to the extent to which a member 
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considers national culture as an important component of his/her self-concepts. In all cultures, there 

are members who have a low level of identification and they may disagree with the shared norms 

and collective actions of a nation. For example, even in a collectivistic culture, there are 

individuals who prioritize personal interests over public benefits and defy collective coping 

actions, such as escaping from quarantine, hoarding essential hygiene products or concealing 

health information (e.g. Yiga, 2020).  

Since every member has multiple cultural identities, they may identify more with their 

ethnical culture, professional/occupational culture, or religious culture, instead of national culture. 

The complexity of social identities and the varied levels of cultural identification may lead to the 

risks of intergroup prejudice or even conflicts within a nation. For example, people who identify 

with certain cultural groups may perceive other groups as a threat, leading to intolerance and 

aggressive behaviors against other groups (Russell, 2020), which may further escalate into a 

larger-scale social crisis. Governments and social institutions should seek guidance from cultural 

and intergroup theories to effectively prevent these incidents. Previous research has shown that it 

is possible to shift members’ representations of group boundaries and guide them to include 

another group into a more inclusive, super-ordinate group (Gaertner & Dovidio, 2000; Guan et al., 

2011b). For example, by sending strong signals of “shared similarity” or “common fate” (Drury, 

2018), governments and social institutions can promote cultural members’ perceived similarity 

and common goals with other groups, to transcend the barrier of group membership. 

In addition to the above within-culture factors, in a globalizing world, members of a 

culture also take influences from foreign cultures (e.g., by accessing international media), thereby 

forming plural cultural identities (Chen et al., 2016a; Hong, Morris, Chiu, & Benet-Martinez, 

2000; Morris, Chiu, & Liu, 2015). This polyculture perspective suggests that nowadays 

individuals are capable of developing multiple cultural identities, and these identities can be 
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primed and activated by relevant cues to help individuals adapt to the changing situational 

demands (Oyserman & Lee, 2008). This approach will not only help to understand cross-cultural 

differences in coping strategies and career management strategies under the COVID-19 pandemic, 

but will also provide important guidance for individuals to develop a more flexible and adaptive 

way to cope with the emerging challenges in their career development (e.g., Cheng, 2009). This 

dynamic view of culture also carries important implications for the cultural adaptation and career 

management strategies of sojourners, expatriates, immigrants, and so on (Guan et al., 2018).   

Limitations and Future Directions  

As national culture can be conceptualized and operationalized in diverse ways, future 

research should continue to seek insights from other relevant models, such as cultural differences 

in social beliefs (Chen et al., 2016b; Leung & Bond, 2004), or use an indigenous approach to 

develop a more comprehensive and in-depth understanding of the different aspects of cultural 

influence (Gelfand & Denison, 2020; Leung, 2012). In addition to national culture, other 

characteristics of a nation, such as economical, geopolitical and historical factors, also play 

important roles in shaping members’ behaviors, which should also be taken into consideration in 

future research (Tsui, Nifadkar, & Ou, 2007). As culture can be manifested at different levels, 

future research should adopt a multi-level approach to examine how national culture, regional 

culture, professional/occupational culture and organizational culture interplay with each other in 

influencing individuals’ coping and career management strategies (Leung et al., 2005). Lastly, 

although national culture is often viewed as a relatively stable factor, it is also subjective to 

change (Hamamura, 2012; Huang et al., 2018). Whether the COVID-19 pandemic and the 

individual and collective actions aiming to cope with this crisis would lead to significant changes 

to culture is an important question that needs to be answered in future research.  



COVID-19 AND CAREER                                                                                                            12 

References 

Ankel, S. (2020, April 8). As China lifts its coronavirus lockdowns, authorities are using a color-

coded health system to dictate where citizens can go. Here's how it works. Business 

Insider. https://www.businessinsider.com/coronavirus-china-health-software-color-

coded-how-it-works-2020-4?r=US&IR=T 

Bond, M. H., & Smith, P. B. (1996). Cross-cultural social and organizational psychology. Annual 

Review of Psychology, 47(1), 205-235. 

Brueck H. (2020, March 5). Singapore is working 'round the clock' to find coronavirus cases. 

Lying about where you've been can result in 6 months of jail or a fine of up to $10,000. 

Business Insider. https://www.businessinsider.com/singapore-coronavirus-quarantine-

lying-to-investigators-jail-fine-2020-3?r=US&IR=T 

Chen, S. X., Lam, B. C., Hui, B. P., Ng, J. C., Mak, W. W., Guan, Y., ... & Lau, V. C. (2016a). 

Conceptualizing psychological processes in response to globalization: Components, 

antecedents, and consequences of global orientations. Journal of Personality and Social 

Psychology, 110(2), 302–331. 

Chen, S. X., Lam, B. C., Wu, W. C., Ng, J. C., Buchtel, E. E., Guan, Y., & Deng, H. (2016b). Do 

people’s world views matter? The why and how. Journal of Personality and Social 

Psychology, 110, 743–765.  

Cheng, C. (2009). Dialectical thinking and coping flexibility: A multimethod approach. Journal 

of Personality, 77(2), 471-494. 

De Vaus, J., Hornsey, M. J., Kuppens, P., & Bastian, B. (2018). Exploring the East-West Divide 

in Prevalence of Affective Disorder: A Case for Cultural Differences in Coping With 

Negative Emotion. Personality and Social Psychology Review, 22(3), 285-304. 



COVID-19 AND CAREER                                                                                                            13 

Drury J. (2018). The role of social identity processes in mass emergency behaviour: an 

integrative review. European Review of Social Psychology, 29(1), 38-81. 

Ensari, N., & Murphy, S. E. (2003). Cross-cultural variations in leadership perceptions and 

attribution of charisma to the leader. Organizational Behavior and Human Decision 

Processes, 92, 52-66. 

Fouad, N. A. (2002). Cross-cultural differences in vocational interests: Between-groups 

differences on the strong interest inventory. Journal of Counseling Psychology, 49(3), 

283-289. 

Fouad, N. A., & Bynner, J. (2008). Work transitions. American Psychologist, 63(4), 241-251. 

Fouad, N. A., Hansen, J. C., & Arias-Galicia, F. (1986). Multiple discriminant analyses of cross-

cultural similarity of vocational interests of lawyers and engineers. Journal of Vocational 

Behavior, 28(2), 85-96. 

Gaertner, S. L., & Dovidio, J. F. (2000). Reducing intergroup bias: The common ingroup identity 

model. Philadelphia: Psychology Press. 

Gao, T., & Gurd, B. (2018). Problems and challenges in managing the new generation of doctors 

in Chinese hospitals. Asia Pacific Business Review, 24(4), 528-542.  

Gelfand, M. J., & Denison, E. E. (2020). Moving beyond the West vs. the rest: Understanding 

variation within Asian groups and its societal consequences. Proceedings of the National 

Academy of Sciences, 117(10), 5100-5102. 

Gelfand, M. J., Raver, J. L., Nishii, L., Leslie, L. M., Lun, J., Lim, B. C., ... & Aycan, Z. (2011). 

Differences between tight and loose cultures: A 33-nation study. Science, 332(6033), 

1100-1104. 



COVID-19 AND CAREER                                                                                                            14 

Govan, F. (2020, March 14). Coronavirus: What you can and can’t do during Spain’s lockdown. 

The Local. https://www.thelocal.es/20200314/coronavirus-what-you-can-and-cant-do-

during-spains-state-of-alert 

Guan, Y., Arthur, M. B., Khapova, S. N., Hall, R., & Lord, R. G. (2019). Career 

Boundarylessness and career success: A review, integration and guide to future research. 

Journal of Vocational Behavior, 110, 390-402. 

Guan, Y., Chen, S. X., Levin, N., Bond, M., Luo, N., Xu, J., ... & Han, X. (2015). Differences in 

career decision-making profiles between American and Chinese university students: The 

relative strength of mediating mechanisms across cultures. Journal of Cross-Cultural 

Psychology, 46(6), 856-872. 

Guan, Y., Deng, H., Risavy, S. D., Bond, M. H., & Li, F. (2011a). Supplementary fit, 

complementary fit and work-related attitudes: The role of self-construal. Applied 

Psychology: An International Review, 60, 286-310. 

Guan. Y., Liu, S., Guo, M. J., Li, M., Wu, M., Chen, S. X., ... & Tian, L. (2018). Acculturation 

orientations and Chinese student sojourners' career adaptability: The roles of career 

exploration and cultural distance. Journal of Vocational Behavior, 104, 228-239. 

Guan, Y., Verkuyten, M., Fung, H. H., Bond, M. H., Chen, S. X., & Chan, C. C. (2011b). Out-

group value incongruence and intergroup attitude: The roles of common identity and 

multiculturalism. International Journal of Intercultural Relations, 35(3), 377-385. 

Hamamura, T. (2012). Are cultures becoming individualistic? A cross-temporal comparison of 

individualism–collectivism in the United States and Japan. Personality and social 

psychology review, 16(1), 3-24. 

Heine, S. J., & Norenzayan, A. (2006). Toward a psychological science for a cultural 

species. Perspectives on Psychological Science, 1(3), 251-269. 



COVID-19 AND CAREER                                                                                                            15 

Heren, K. (2020, March 11). Italian nurses battling coronavirus outbreak share photos of 

exhaustion as some left bruised by face masks. Evening Standard. 

https://www.standard.co.uk/news/world/italy-nurses-coronavirus-outbreak-exhaustion-

a4384861.html 

Heppner, P. P. (2008). Expanding the conceptualization and measurement of applied problem 

solving and coping: From stages to dimensions to the almost forgotten cultural context. 

American Psychologist, 63(8), 805-816. 

Higgins, E. T., Pierro, A., & Kruglanski, A. W. (2008). Re-thinking culture and personality: How 

self-regulatory universal create cross-cultural differences. In Sorrentino, R. M., & 

Yamaguchi, S. (Eds.), Handbook of motivation and cognition across cultures (pp. 161- 

190). New York: Elsevier. 

Hofstede, G. (1980). Culture’s consequences: International differences in work-related values. 

Beverly Hills, CA: Sage. 

Hong, Y. Y., Morris, M. W., Chiu, C. Y., & Benet-Martinez, V. (2000). Multicultural minds: A 

dynamic constructivist approach to culture and cognition. American psychologist, 55(7), 

709-720. 

House, R. J., Hanges, P. J., Javidan, M., Dorfman, P. W., & Gupta, V. (Eds.). (2004). Culture, 

leadership, and organizations: The GLOBE study of 62 societies. Sage publications. 

Huang, Z., Jing, Y., Yu, F., Gu, R., Zhou, X., Zhang, J., & Cai, H. (2018). Increasing 

individualism and decreasing collectivism? Cultural and psychological change around 

the globe. Advances in Psychological Science, 26(11), 2068-2080. 

Ji, L. J., Nisbett, R. E., & Su, Y. (2001). Culture, change, and prediction. Psychological Science, 

12(6), 450-456. 



COVID-19 AND CAREER                                                                                                            16 

Ji, L. J., Zhang, Z., Usborne, E., & Guan, Y. (2004). Optimism across cultures: in response to the 

severe acute respiratory syndrome outbreak. Asian Journal of Social Psychology, 7(1), 

25-34. 

Kitayama, S. (2002). Culture and basic psychological processes--toward a system view of 

culture: Comment on Oyserman et al. (2002). Psychological Bulletin, 128(1), 89-96. 

Kurman, J., & Hui, C. M. (2011). Promotion, prevention or both: regulatory focus and culture 

revisited. Online Readings in Psychology and Culture, 5(3), 1-16. 

Lazarus, R. S., & Folkman, S. (1984). Stress, appraisal, and coping. New York: Springer. 

Leung, K. (2012). Indigenous Chinese management research: Like it or not, we need it. 

Management and Organization Review, 8(1), 1-5.    

Leung, K., & Bond, M. H. (2004). Social axioms: a model for social beliefs in multicultural 

perspective. Advances in experimental social psychology, 36, 119-197. 

Leung, K., Bhagat, R. S., Buchan, N. R., Erez, M., & Gibson, C. B. (2005). Culture and 

international business: recent advances and their implications for future research. 

Journal of International Business Studies, 36(4), 357-378. 

'LIBERATE': Trump tweets support for anti-lockdown protests (2020, April 18). Aljazeera. 

https://www.aljazeera.com/news/2020/04/trump-tweets-support-anti-lockdown-protests-

200417191437581.html 

Markus, H. R. & Kitayama, S. (1991). Culture and the self: implications for cognition, emotion, 

and motivation. Psychological Review, 98(2), 224-253. 

McKelvey, T. (2020, March 26). Coronavirus: A snapshot of American life under lockdown. 

BBC News. https://www.bbc.com/news/world-us-canada-52019510 

Morris, M. W., Chiu, C. Y., & Liu, Z. (2015). Polycultural Psychology. Annual Review of 

Psychology, 66, 631-659. 



COVID-19 AND CAREER                                                                                                            17 

Nisbett, R. E., Peng, K., Choi, I., & Norenzayan, A. (2001). Culture and systems of thought: 

holistic versus analytic cognition. Psychological Review, 108(2), 291-310. 

Oyserman, D., & Lee, S. W. (2008). Does culture influence what and how we think? Effects of 

priming individualism and collectivism. Psychological Bulletin, 134(2), 311-342. 

Rothbaum, F., Weisz, J. R., & Snyder, S. S. (1982). Changing the world and changing the self: A 

two-process model of perceived control. Journal of Personality and Social Psychology, 

42(1), 5-37.  

Russell, A. (2020, March 17). The Rise of Coronavirus Hate Crimes. The New Yorker. 

https://www.newyorker.com/news/letter-from-the-uk/the-rise-of-coronavirus-hate-

crimes 

Sawchuk, S. (2020, March 12). To Close or Not? How Superintendents Decide to Shut Down 

Schools. Education Week. https://www.edweek.org/ew/articles/2020/03/12/to-close-or-

not-how-superintendents-decide.html 

Schwartz, S. H., & Bilsky, W. (1987). Toward a universal psychological structure of human 

values. Journal of Personality and Social Psychology, 53(3), 550–562.  

Smith, P. B., Peterson, M. F., & Schwartz, S. H. (2002). Cultural values, sources of guidance, and 

their relevance to managerial behavior: a 47-nation study. Journal of Cross Cultural 

Psychology,33(2), 188-208. 

Spencer-Rodgers, J., Williams, M. J., & Peng, K. (2010). Cultural differences in expectations of 

change and tolerance for contradiction: a decade of empirical research. Personality and 

Social Psychology Review, 14(3), 296-312.  

Tajfel, H., & Turner, J. C. (1986). The social identity theory of intergroup behavior. In Worchel 

S. & Austin W. G. (Eds.), Psychology of Intergroup Relations (pp. 7–24). Chicago, IL: 

Nelson-Hall. 



COVID-19 AND CAREER                                                                                                            18 

Triandis, H. C. (1995). Individualism and collectivism. Boulder, CO: Westview Press.  

Tsui, A. S., Nifadkar, S. S., & Ou, A. Y. (2007). Cross-national, cross-cultural organizational 

behavior research: Advances, gaps, and recommendations. Journal of 

management, 33(3), 426-478. 

Weisz, J. R., Rothbaum, F. M., & Blackburn, T. C. (1984). Standing out and standing in: the 

psychology of control in America and japan. American Psychologist, 39(9), 955-969. 

White, J., & Hope, C. (2020, April 20). Can I go to work? The list of key workers and essential 

roles, explained. The Telegraph. https://www.telegraph.co.uk/news/0/when-work-

lockdown-essential-key-workers-list/ 

Wong, P. T. P., & Wong, L. C. J. (Eds.). (2006). Handbook of multicultural perspectives on 

stress and coping. New York: Springer. 

Yiga, S. (2020, March 22). Six Chinese face court for escaping quarantine. New Vision. 

https://www.newvision.co.ug/new_vision/news/1516906/chinese-court-escaping-

quarantine 


