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Abstract 
 

This paper explores the demography of the United States labor force and the different 
career trends in today’s ever-changing and volatile economy. We examine data from the US 
Bureau of Labor Statistics and compare it with results of a survey conducted at a career 
exposition wherein applicants were asked about their preferences in selecting prospective 
employers.  Data collected includes:  factors affecting a job’s appeal to applicants and their 
individual perceptions of personal work style. Based on the survey, financial remunerations are 
not viewed as the most important factor in job selection. Promotion opportunities, the type of 
supervisor the applicant might have and organizational reputation are the top three most 
important factors. Further analysis demonstrates how this information might future recruiting and 
job search behaviors.  Implications for research and practice are discussed. 
 

Introduction 
 

The job market has trends. According to Robinson in CareerPlanner.com, jobs come and 
go. Career options that seemed promising ten years ago may not look as promising today. Some 
examples given by the author are typesetting, secretarial dictation, telephone operator, fax 
operator, drafting technician and others. Technological advancement and new processes of doing 
business result to these changes. The recent economic meltdown further accelerated the 
“evolution” as people are forced to leave jobs they had been doing for years and find new ones, 
sometimes in a different industry.  This is disturbing in a way as people are finding lesser 
security in their jobs, expertise and industry.  People may spend years and money finishing a 
degree they cannot use in the real world. Or, work for a long time in an industry that suddenly 
becomes extinct. According to Robinson, everyone should understand these trends and use them 
in planning for their future to avoid making unwise career decisions.  

According to the US Bureau of Labor Statistics (2009), job availability is a factor of 
population, labor force and the demand for goods and services. The characteristics and needs of 
the population dictate the kind and size of the various industries and their labor force 
composition. As mentioned earlier, today’s workforces are facing different challenges due to the 
recent financial crisis and economic slowdown. Furthermore, new trends like outsourcing and 
automation pose additional threat to the US workers.    

This paper explores the demography of the United States labor force and the different 
career trends in today’s economy. The paper examines some data from the US Bureau of Labor 
Statistics and other sources and compares it with the result of a survey conducted in a career 
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exposition. The goal is to come up with a better understanding of the race and ethnic 
composition of today’s workforce, their field of expertise, their relevant experience, level of 
preparedness and confidence about their interview skills. Different factors affecting a job’s 
appeal to applicants were also ascertained. Work style was evaluated by determining their 
behavior towards different work-related situations.  

The following discussion will examine results from surveys of the general population. 
This is followed by a discussion of the present study’s methodology. Then, the different findings 
were explored followed by a short discussion of the results. Lastly, a conclusion about the study 
and the results were also provided.  
 
Labor force composition  
  
According to the Bureau of Labor Statistics (2009), the characteristic of the population can affect 
the economy. For example, the size and age of the people has direct influence on the kind and 
size of people making up the workforce. The population growth rate for the 1988-98 period was 
11.2 percent while that of 1998-2008 period increased to 13.9 (Bureau of Labor Statistics, 2009). 
Based on the Bureau of Labor Statistics projections, this trend will decrease to 10.7 percent from 
2008 to 2018. The older generations of workers are also expected to increase signaling drastic 
changes in the labor population.  

Another remarkable trend pointed out by the Bureau of Labor Statistics is the changing 
racial and ethnic composition of the labor force. According to the statistics, the population is 
becoming more diverse. The Asian and Hispanic population expand faster than other groups 
while the growth of the White population declines (Bureau of Labor Statistics, 2009).  
 
Challenges in the labor force  
 
 This section aims to explain the reasons why some jobs and industries become obsolete. 
The Bureau of Labor Statistics (2009) projected a 10 percent growth rate in employment from 
2008 to 2018. However, they noted that although the trend increases, the distribution across 
industries varies. This is a result of changing consumer demands, technological innovations and 
adoption of new market strategies (Bureau of Labor Statistics, 2009). This section will analyze 
the major challenges in the US labor force today namely: massive layoffs due to crisis, changing 
trends in the labor market, mismatch in labor demand and supply, outsourcing and automation. 

The present crisis resulted to massive layoffs causing millions of Americans to lose their 
jobs. The global market is changing at a rate that makes the future of companies more unsecure 
than ever before. The financial slump brought drastic changes in the economy and left millions 
of people out of work.   

In CareerPlanner.com, Robinson discussed how industries follow certain trends. Some 
companies that thrive in the past became obsolete in the aftermath of a new development. 
Robinson mentioned how typesetting has been phased out after the introduction of Apple 
computers. Another good example is telephone operation which was replaced by “touch tone 
systems and then later by voice recognition technology” (Robinson, n.d.). There are lots of work 
options in the past that are now extinct due to new developments.  

In his analysis of America’s labor force, McKinsey reported that 71 percent of the 
workforce is in industries that have “oversupply” of skilled workers (cited by Meredith, 2010). 
There is a mismatch between the demand and supply of workforce. Some industries are saturated 
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with skilled workers while other fields are badly in need of qualified applicants. One example 
given by Uchitelle (2009) is the Cianbro Corporation. During the recession, while most 
companies are trimming down their workforces, Cianbro Corporation was hiring 80 skilled 
welders. Despite the hundreds of people desperately in need of new jobs, it took the company 18 
months to complete the list.  

This mismatch was duly noted by The Conference Board, a business group in New York. 
Based on their survey of job openings listed in 1200 online directories like Monster.com, they 
found that only four of the 22 job categories have equivalent or lesser number of qualified job 
applicants. These categories are: architecture and engineering, the physical sciences, computer 
and mathematical science, and health care (Uchitelle, 2009).  The problem is mainly the 
distribution of job supply to the different industries. Some people are pursuing career trends that 
have oversupply of qualified labor force, making it more difficult to find job openings.  

Another explanation for this mismatch in the supply and demand for workers is the 
increasing number of people lured to earn their bachelor’s degree (Uchitelle, 2009). This resulted 
to the decline in the number of young people undergoing occupational training. Like the Cianbro 
Corporation, a lot of companies are in need of experienced workers with vocational training. 
However, the supply is deficient as most applicants had gravitated to other career options.  

The next challenge facing the labor force is automation. Globalization resulted to the 
entry of competitive products from all over the world to the market. Competition reached a new 
level with the availability of cheaper options from the emerging countries like China. Companies 
need to reduce cost and become more productive in order to maintain their market share. One of 
the strategies companies employ to do this is automation (Robinson, n.d.).  Companies are 
shifting to mechanized production which greatly reduced the cost of operation and the need for 
human labor.  

Another threat to the US workforce is outsourcing. Robinson (n.d.) reported that jobs that 
cannot be automated are relocated to other countries where the labor cost is lower such as 
Mexico, Taiwan, India, China and others. Some companies see this as the only option to reduce 
cost.  In his Ezine article, Smith stated that “[E]conomists predict that millions of job positions 
previously available to the American labor market may soon be shifted overseas to countries 
whose labor forces command definitely cheaper prices as against the American workforce.” The 
increasing trend for outsourcing is inevitable. While this is good for the companies and the 
outsource countries, the US labor force have everything to lose if the trend continues because it 
reduces the options available for US job applicants. Furthermore, Uchitelle (2009) observed that 
layoffs due to outsourcing disrupt the training of the employees. Instead of improving their skills, 
they need to ‘retrain” for another field of expertise. People are forced to jump from one field to 
another, making it harder to gain the experience needed in some specialized positions. Going 
back to the Cianbro Corporation’s experience, what prolonged the hiring process was finding the 
applicants with the right skills. Welding takes years to hone and it was hard to find someone who 
had acquired such experience in today’s flexible workforce (Uchitelle, 2009). The varying trend 
in the labor industry caused people to move from one field to another, resulting to flexible 
workers who had diverse background but not enough skill.  

This section discussed what caused some of the changes in the labor force which every 
prospective employee should understand before planning to embark into any field. Today’s labor 
market is not only affected by the labor force or the demands of the population. The advent of 
globalization, automation and outsourcing has affected the American workforce to an 
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unprecedented extent that requires people to pay more attention to the future prospects of their 
companies or industries.  
 
Top listed jobs  
  
The Bureau of Labor Statistics evaluated the growth of some industries. According to their 
projection, goods-producing industry and manufacturing industry continue their down trend 
while the industries that are expected to expand are: professional; service; construction and 
extraction; management, business and financial; office and administrative support; installation, 
maintenance and repair; sales; and transportation industries (Bureau of Labor Statistics, 2009). 
This is consistent with some suggestions in from websites like CareerPlanner.com, PayScale.com 
and the usajobs.gov. Although the list of top jobs differ in order in the three websites, the high 
demand for financial experts, marketing managers, software engineers, sales personnel, 
information systems experts and healthcare and service professionals are evident from the list.  

Based on the Bureau of Labor Statistics (2009) records, the jobs that have the fastest 
growth are healthcare related. This is followed by jobs that require computer system and 
application skills and financial expertise.  

Robinson (n.d.) stressed that traditional skilled trades such as carpentry, plumbing, 
electrician, hair stylist, construction contractors, auto mechanics, dental hygienists are good 
career options. He noted that these are impossible to outsource abroad, thus they have good 
future prospects. The aging population also increases the demand for healthcare and nursing 
services which explains the continues demand for more healthcare practitioners. Lastly, 
Robinson pointed the idea of cocooning. Cocooning refers to the trend where people are 
spending more time inside the “safety, security and comfort of their homes, their cars, their 
offices, and their gated communities.” This leads to the increase in demand for delivery services, 
internet marketing and home entertainment systems. Since people stay home most of the time, 
they also want to make their homes more comfortable, making home remodeling industry a good 
prospect.  

According to the Payscale.com, based on pay and growth prospects, the top 10 best jobs 
in America are:  systems engineer, physician assistant, college professor, nurse practitioner, IT 
Project manager, CPA, physical therapist, Network Security Consultant, Intelligence Analyst, 
and Sales Director. Based on the listing in USAjobs.gov, Information Technology Management 
Specialist has the top list for available jobs, followed by Management and Program Analyst, 
Administration & Program Staff. Also in the list are healthcare providers like nurse and medical 
officer.  

Uchitelle (2009) mentioned prospective career options that are in demand such as welder, 
nurse, electrical lineman, special education teachers, geotechnical engineers, respiratory 
therapists, and civil engineers.  Smith in Ezine noted the demands in medicine and healthcare, 
sales and marketing, teaching, banking and finance and software programming. Based on these 
surveys, jobs related with information technology, business and finance, healthcare and service 
industries are the best choices in today’s economy. 
 
What makes a great job? 

 
While it is easy to explain what causes the decline or increase in the job openings, it is 

harder to explain why applicants gravitate towards certain jobs and avoid others. Quinn (2005) 
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identified four factors affecting job’s appeal to applicants namely: job growth, salary potential, 
education level, and room for innovation.  

According to Quinn’s (2005) rating, job growth is vital in choosing a career option. It is 
imperative to identify the demand for the field as it determines just how wide the options are and 
how far a candidate can grow within the company and industry. Quinn suggested that this factor 
should weigh 35 percent of the rating. Aside from the room for advancement, salary range also 
matters. This signifies how high a person’s earnings could go up. According to Quinn (2005), it 
“gives a picture of where you might end up in relation to where you started.” Like the first 
category, this should weigh 35 percent of the total rating. The third criteria refer to the academic 
achievement required by the job. This constitutes 20 percent. Lastly, the potential to innovate 
and be creative is given 10 percent. Based on these criteria, Quinn (2005) identified the top 10 
jobs as: personal finance adviser, medical scientist, computer software engineer, chiropractor, 
environmental engineer, biochemist and biophysicist, sales manager, epidemiologist, computer 
system analyst, and athlete. 
 

Data Analysis and Methodology 
 
For this study, some participants in a career exposition were interviewed. They were 

asked to fill out a survey before and after their interview. The first survey asked about their 
ethnicity, academic background, work experience, area of concentration, function area, industry 
and number of work experiences. They were also asked to rate job choice factors based on their 
importance to them. Another part of the interview ascertained their work style behavior by rating 
a series of questions. The second set of questionnaire inquired about their perception about their 
performance during the interview. For the first survey, 430 male and 197 female interviewees 
were able to participate. In the second part, only 491 respondents were able to fill up the survey.  

Employers were also asked to evaluate the participants based on their knowledge, 
preparation, skills and experiences. Three sets of evaluation were done for this interview. The 
first set was done for 296 first time interviewees. Then 172 participants who were called for the 
second interview were evaluated the same way. This was again done for 93 candidates who were 
able to get to the third interview.   

Results 
 

This section presents the result of the survey. The concerns addressed by the study are 
discussed individually.  
 
Characteristics of the population sample 
 

From the career exposition, 430 male and 197 female participants were able to answer the 
questionnaire. While most of the male respondents (51 percent) admitted to being born outside 
the United States, 69 percent reported having a US citizenship. For the female respondents, only 
51 percent were born in the United States but 72 percent reported having a US citizenship. Only 
44 percent of both male and female respondents have parents who were born in the Continental 
United States. When asked whether their parents went to college, 77 percent of the males and 72 
percent of the females answered yes. In terms of their first language, 55% of males and 56% of 
the females claimed English as their first language. The survey also found that 47 percent of the 



  6 
 

males and 43 percent of the female respondents can speak Spanish. A summary of the survey is 
shown in table 1. 
 
 

Table 1. Summary of the survey Male Female 
yes No yes no 

Were you born in the Continental United States? 211 217 100 97 
(49%) (51%) (51%) (49%) 

Was either of your parents born in the Continental 
United States? 

185 240 87 109 
(43%) (57%) (44%) (56%) 

Did either of your parents attend college? 325 93 140 52 
(78%) (22%) (72%) (28%) 

Are you are US Citizen or Permanent Resident? 298 132 142 55 
(69%) (31%) (72%) (28%) 

Is English your first language? 232 189 109 85 
(55%) (45%) (56%) (44%) 

Do you speak Spanish? 192 216 80 105 
(47%) (53%) (43%) (57%) 

 
 

The ethnic distribution of the respondents describes a sample of only 33 percent of them 
are Caucasian. Hispanic consist the other majority with 33 percent, followed by Asian American 
then African American. The others are from diverse origins.  

Based on their highest level of education completed, 47 percent of the participants are 
currently taking their MBA degrees, 31 percent have taken their MBA or its equivalent. 
In the sample, 50 percent of the participants finished their current degree between 2001 and 
2005. While only 2 percent claimed to have graduated before 1995; more than half of the 
applicants interviewed have 3 to 6 years of professional work experience. 

Results demonstrate that the financial service industry constitute the highest percentage 
of the applicants, followed by information technology and manufacturing industry. The financial 
sector and information technology are among the top industries suggested by the Bureau of 
Statistics which is consistent with the result of the survey. However, the BLS data considered 
manufacturing industry a declining sector which contradicts the result of the survey. Based on 
the government and other surveys, the healthcare industry constitutes the highest rate of growth 
and increase in employment. However, the result of this survey shows that very small percentage 
of the participants came from the healthcare industry. One probable explanation for these 
findings is that the career exposition was intended for the business and information technology 
industries, thus the lack of representation of the other industries.   
 
Job factor ratings 

 
The respondents were also asked to rate 15 job factors based on their importance to them. 

The rating has seven scales, with 1 corresponding to extremely unimportant and 7 to extremely 
important. Based on a the respondents’ ratings of the importance of the different job factors, 
promotion opportunities obtained the highest rating followed by supervisors then the reputation 
of the organization. Opportunities to use new technologies obtained the lowest rating at 4.96. 
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Bonuses also got the next lowest rating followed by retirement benefits and diversity in the 
workplace. However, it is evident that most respondents consider all 15 factors as important in 
choosing a job as shown by the high ratings.  
 

 
 
Work styles  

 
Figure 2 shows the rating given by the respondents for the workplace behaviors. Based 

on a scale of 1 for never and 7 for always, the participants were asked to rate different situations 
based on their probable reactions. The results showed that majority of the ratings are from 5 to 6 
corresponding to the frequently and very frequently ratings respectively. Nurture or help 
members of my group obtained the highest average rating at 6.0 followed by being loyal and 
maintaining harmonious relationship in within the group. To accept awards or recognition based 
only on age or position rather than merit from my employer got the lowest rating at 4.3. The next 
lowest rating was given to sacrificing personal possessions for the work group at 4.4. It is evident 
that most of the respondents are responding to the different situations positively most of the time 
as shown by the higher ratings.  

Figure 1. 
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Participant’s perception  
 

 
The survey of participants after the interview revealed that in a scale of 1 (strongly 

disagree) to 5 (strongly agree), most of them believe that they did not do well in the interview 
(rated 4.23). Most of them agreed that they do not know what to expect from the process (rated 
3.65). This is consistent with their response about their preparedness which is only 2.09. 
However, the rating for the interviewee was low indicating their belief that the company 
representative who conducted the interview did not handle it well either.  Based on this survey, it 
is clear that most of the participants believe they are not prepared to go through the interview 
process.  
 
Employer’s evaluation 
 

Figure 2. 

Figure 3. 

Figure 4. 
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 Figure 4 shows the result of the interviewers’ evaluation of the participants for the first, 
second and third interviews. Based on a scale of 1 to 5 with 5 as the highest rating, the average 
ratings show that the applicants performed well in all categories. The first time interviewees 
obtained an average rating of at least 4 in all 7 categories. However, based on the second 
interview evaluations all went down. This could be due to the fact that the interviewers have 
higher expectations for the second interview than the first. Another implication is that the 
participants neglected to make the same preparation they did for the first interview, resulting to a 
lower overall evaluation. The average ratings for the third interview are higher than during that 
of the second interview. This implies the candidates’ efforts to improve their performance. Being 
called for third interview is an indication of the company’s interest and those who managed to 
get past the second interview have high chance of getting the job. Since the applicants had been 
trimmed down, the competition is tougher, thus the candidates are expected to give their best for 
the interview.  

The comparison between the third and first interview has mixed results. The rating for 
company knowledge was lower for the third interview. This could be due to the higher 
expectations of the employers from the applicants given the number of interviews they had 
undergone. Resume preparedness and dress appropriateness received equal average rating for the 
two interviews. However, the ratings for the candidates’ ability to speak to their resume, 
functional knowledge, technical skills and appropriate work experience are all lower than that of 
the first interview ratings. Again, the most probable explanation is that the employers have 
higher expectations from those who had been interviewed before. Given the fact that it is the 
third interview, the company representatives expected the candidates to have all the 
qualifications they are looking for.  
 One factor stressed by the different authors regarding skill is the appropriate work 
experience. In the sample, the proportion of those who have less than three years experience 
declined during the second and third interviews. However, the proportion of participants in the 3-
6 year and 7-10 year experience brackets increased. This is consistent with the findings that 
employers are partial to workers with longer professional experience. However, the data for 
those employed for 11-15 show that the trend went down. One possible explanation for this is 
that the applicants’ experience is not relevant for the job.  Another is that the candidates are 
overqualified for the positions offered in light of their experiences. Due to the small number of 
participants in with more than 15 years of experience, it is hard to ascertain the trends for these 
groups. The sample is not enough to symbolize any significant distributions.  

 
Discussion 
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The result of the present study reflects the increasing diversity of the American labor 
force. This is consistent with the findings of the Bureau of Labor Statistics indicating the high 
growth rate of other groups and the slower growth of the Anglo population. Based on the survey, 
majority of the respondents and their parents were not born in Continental United States.  
However, most of them had obtained citizenship to the United States. This shows that the 
increasing diversity of US workforce is not only a factor of the Ethnic population’s higher 
growth rate but also due to immigration. Consistent with the BLS data, the present study found 
out that Hispanic/Latinos make up a large proportion of the population. This is followed by 
Asian Americans.  

Uchitelle (2009) noted the increasing popularity of getting a college education. The 
present study not only proves this belief, it also takes it a notch higher. Majority of the applicants 
interviewed had either taken an MBA or its equivalent or currently studying. Only one 
respondent did not finish college. Getting a higher education is attracting more workers. As 
shown earlier, this trend is a double edged. Education empowers the workforce and provides 
them with more and better opportunities. However, the focus on education leaves a hole in the 
industries that require skills and training more than a college degree. The emphasis on higher 
learning neglects these professions which are just as important for the advancement of the nation.  

The study also confirmed the importance of different job factors in helping applicants 
decide the best company to work for. Based on the survey, financial remunerations are not the 
most important factors applicants are looking for in applying for a job. Promotion opportunities, 
the kind of supervisors and organization’s reputations are the top three most important factors. 
This contradicts most of the rating factors used by most websites in determining the best jobs 
which factor salary and growth as top features that appeal to applicants.  

The present study also shows that most employees would choose to behave in an 
affirmative way in the office and maintain a respectful, harmonious and nurturing relationship 
with their team. However, the ratings did not show perfect scores which indicates that behavior 
depends on the situation.  

The candidates’ opinion and employers’ opinion surveys show that the applicants’ ratings 
of their performances are lower than that of their interviewers. However, the lower number of 
participants in the second and third interviews shows that despite their good interview skills, 
some candidates were trimmed down. The present study also stressed the importance of relevant 
professional experience. Companies are generally more biased towards applicants who had 
appropriate work experience. Skills need years and practice to hone and applicants need to pair 
their education with appropriate professional experience in order to get better jobs.  

 
Conclusion 

 
The job market has trends. Jobs come and go so with companies and industries. These 

changes are brought by the natural evolution caused by changing population and consumer 
demands. Today, the job market is more complicated as new trends like globalization, 
automation and outsourcing comes into play. Coupled by the recent financial crisis, the US labor 
force is facing challenges that pose threats to their security and employment availability. The 
present study showed that these trends had affected the different industries as the growth rate of 
some industries continues to decline while the rest increases. 

The study also indicates the changing demography of the US labor force. Based on the 
study, the growth rate of other ethnic groups expands while the proportion of the Anglo 
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population declines. Based on the study, different labor factors contribute to the appeal of a job 
to applicants. Contrary to the popular belief, salary is not the most important feature applicants 
look for in deciding to apply for a job. Rather than the immediate benefits of higher salary, most 
of the respondents of the survey answered that potential for growth is more important. Also, the 
kind of immediate supervisors and the reputation of the company are considered important by the 
applicants.  
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