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THE CHANGING LABOR FORCE**

1. LaBoOR ForcE OUTLOOK

Crawford, Everett and Carol J. Romero. A changing nation— its changing
labor force. Washington, DC 20005. National Commission for Em-
ployment Policy (1522 K St. NW, Suite 300). 1991. (Research Report
no. 91-04). 69 pp. On request.

The multi-dimensional nature of the nation’s labor force diversity is exam-
ined in a labor market context with particular attention to groups that will
grow the fastest between now and the next century. The diversity existing
among and within these groups and the economic dimensions of this diver-
sity (e.g., labor force participation rates, unemployment rates, occupational
distributions, poverty status and other indicators of income) are closely ex-
amined. A discussion of persons most apt to experience difficulty in the
labor market and the reasons for those difficulties is organized into four
areas: human capital; social psychology; geographic location; and discrimi-
nation.

Johnston, William B. and Arnold E. Packer. “Work and workers in the
year 2000.” In Workforce 2000: work and workers for the twenty-first
century. pp. 75-103. Indianapolis, IN 46226. Hudson Institute (Or-
der from: U.S. Government Printing Office. Superintendent of Doc-
uments. Washington, DC 20402-9328). 1987. 117 pp. (Stock num-
ber 029-014-00240-2). $4.25, paper.

This frequently cited study details five scenarios expected to shape the
American workforce and economy over the next thirteen years. 1) The pop-
ulation and workforce will grow more slowly than at any time since the
1930s, resulting in both an increased demand for income-sensitive products
and a tighter labor market. 2) The age of the population and workforce will
increase, and there will be fewer young workers. 3) Women will continue
to enter the workforce in greater numbers, although the rate of this increase
may slow as older women opt for earlier retirement and mothers faced with
insufficient flexible working opportunities choose to stay home during their
child-rearing years. 4) Minorities will constitute a large share of the labor
force expansion, but their job prospects will not be assured as many may
live in cities which are not high growth regions, and educational opportu-
nities may not match the demands of job growth in higher technology oc-
cupations. 5) Immigrants will represent the largest share of the increase in
population and the workforce since World War 1. Of related interest are
two Hudson Institute reports available from the U.S. Government Printing
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Office, Civil Service 2000 by William B. Johnston (1988. 52 pp. Stock
number 006-000-01337-6. $2.00, paper) and Opportunity 2000: creative
affirmative action strategies for a changing workforce (1988. 181 pp. Stock
number 029-014-00242-9. $5.00, paper). For very current data on antic-
ipated changes in the composition of the labor force by race, sex, and age to
the year 2005, see Ronald Kutscher’s summary article “New BLS projec-
tions: findings and implications,” in the November, 1991 issue of Monthly
Labor Review (Superintendent of Documents, U.S. Government Printing
Office, Washington, DC 20402-9328. pp. 3-12. $5.00.). Kutscher reports
that there is a reduced likelihood of a serious shortage of entry level workers
as the decade progresses. However, it appears that many young people today
may not be adequately equipped for the occupations expected to grow most
rapidly in the future.

“Symposium: the coming labor shortage.” Jowurnal of Labor Research
(George Mason University. Department of Economics. Fairfax, VA
22030), Winter, 1992. pp. 1-78. Contact publisher for single issue
price.

Some of the articles in this special issue include: “Small business and the
coming labor shortage,” by John Sloan, Jr.; “High school performance and
employee recruitment,” by John Bishop; “Expanding opportunities for
older workers,” by Emily S. Andrews; and “A flexible work force: oppor-
tunities for women,” by June O’Neill.

2. THE IMPACT OF IMMIGRATION

Briggs, Vernon M., Jr. “The changing nature of the workforce: the in-
fluence of U.S. immigration policy.” Looking Akhead (National Plan-
ning Association, 1424 16th St. NW, Washington, DC 20036),
March, 1991. pp. 8-17. $10.00.

Briggs states unequivocally that for the first time in United States history
the national immigration policy is inconsistent with labor force needs and
may also be counterproductive to the country’s welfare. Legal immigration
is based on the concept of family reunification. Refugee admissions are sep-
arate from legal immigration and have no annual ceiling. Nonimmigrant
workers are admitted with only perfunctory efforts to find a qualified citizen
to fill the position. The majority of non-citizen workers are competing with
the working poor, primarily African-Americans and citizen Hispanics, for
a declining number of low skill jobs and limited training opportunities.
Briggs asserts that immigration policy must be guided by its economic con-
sequences and recommends that legal entry be restricted to skilled and ed-
ucated immigrants, since America already has a substantial reserve of un-
skilled, poorly prepared potential workers. A consonant point of view is
expressed by George Borjas in Friends or strangers: the impact of immigrants
on the U.S. economy (HarperCollins, P.O. Box 588, Dunmore, PA 18512.
1990, 274 pp- $22.95). He proposes a point system that would grade im-
migrant visas on the basis of both observable skills and humanitarian con-
siderations in order to provide a mix of more skilled immigrants.

U.S. Department of Labor. Bureau of International Labor Affairs. T4e
effects of immigration on the U.S. economy and labor market. Washington,
DC 20210 (300 Constitution Ave. NW). 1989. 227 pp. (Immigra-
tion Policy and Research Report 1). On request.

This report evaluates the effects of immigration on the United States econ-
omy and labor market, including individual regions, industries, and occu-



pations, and examines the economic progress and overall integration of the
immigrants themselves. Since 1970, immigrants, who make up seven per-
cent of the workforce, have contributed twenty-two percent to the annual
labor force growth, a figure which will continue to increase. Immigrant
workers have a greater effect on certain parts of the labor market, such as
low skill manufacturing jobs and the apparel and footwear industries,
than the aggregate econometric data suggest. While in specific metropolitan
areas and regional labor markets there has been some displacement, benefi-
cial effects have also been observed. Self-employment, for example, both
increases immigrant economic mobility and creates a significant number of
jobs for both immigrants and native-born workers. In cities with high im-
migrant populations, many native workers have been able to transfer from
manufacturing and lower skill services to white collar jobs. In the
professions, immigrants complement the skills of native workers and func-
tion indistinguishably from them. While in the long run U.S. companies
must address the issue of restructuring, in the short term, the economy of
employing immigrant labor helps some firms stay competitive.

3. HumMAN RESOURCES ISSUES

Chen, Chris. “The diversity paradox.” Personnel Journal (245 Fischer
Ave. B-2, Costa Mesa, CA 92626), January, 1992. pp. 32-36. $8.50.
Chen delineates the difficulty of acknowledging the increasing diversity of
the workforce while not violating anti-discrimination laws. As he states,
“Corporations can’t manage what they aren’t allowed to notice.” After the
initial hiring decision is made, employers can discriminate among their em-
ployees only to accommodate handicaps or to recognize seniority or profes-
sional and educational designations. In an earlier Personnel Journal article
(“Are white males being left out?” November, 1991. pp. 88-94.) Charlene
Marmer Solomon points out that in their efforts to deal with race and gen-
der companies may have ignored the concerns of white men and overlooked
other facets of diversity such as age, tenure with the organization, educa-
tional, functional, union or non-union background, or sexual orientation.

Fernandez, John P. Managing a diverse work force: regaining the competi-
tive edge. Riverside, NJ 08075. Macmillan Free Press (100 Front
St.). 1991. 322 pp. $22.95.

Starting from the premise that successful competition in the global market-
place hinges upon accepting, respecting, and appreciating the diversity of
people of all cultures, Fernandez observes that ethnocentrism, racism, sex-
ism, and other biased attitudes will ultimately take their toll on both the
Japanese and Furopean economies, since both lag behind the United States
in addressing equality issues for women and minorities. Turning to the
U.S., he discusses the labor force profile and outlook for women, Native
Americans, Hispanic-Americans, African-Americans, Asian-Americans,
and white Americans (white men in particular). He also addresses the need
for businesses to deal effectively with workers of different ages, religions,
and sexual preferences and people challenged by disabilities.

Kennedy, Jim and Anna Everest. “Put diversity in context.” Personnel
Journal (245 Fischer Ave. B-2, Costa Mesa, CA 92626), September,
1991. pp. 50-54. $8.50.

Learning how culture impacts communication is critical to managing di-
versity. The authors explain the concept of high- and low-context cultures
and clarify how communication gaps can occur between Anglo-American
males (who tend to be medium/low context and constitute a high percentage



of managers) and females and culturally diverse people (who tend to be high-
context and represent the majority of new labor force entrants). High-con-
text people tend towards more nonverbal communication and place a heavy
emphasis on interaction, group identification, and trusting relationships.
Low-context people tend to screen out external surrounding factors when
communicating and focus on words alone to express and interpret meaning.
Another article in the same issue of Personnel Journal (“Kinney Shoe steps
into diversity,” pp. 72-77) describes the Kinney Shoe Corporation’s inno-
vative Office of Fair Employment Practice. A primary objective is to ensure
that Kinney’s workforce ultimately mirrors that of its diverse customer
base.

Payson, Martin F. and Philip B. Rosen. “Playing by fair rules.” HRMag-
azine (SHRM Information Center, 606 N. Washington St., Alexan-
dria, VA 22314), April, 1991. pp. 42-43. Write for price informa-
tion.

This article addresses conflicts that may arise between foreign businesses
operating in the United States and their American employees because of
differences between the national and corporate cultures of the owners and
the cultures, customs, and practices that govern the American workplace.
The authors illustrate the problem by describing several lawsuits based on
sex discrimination, discrimination against non-Japanese employees in filling
management positions, and racial and sexual bias in hiring.

Reavlin, Lisa. “The effect of demographic change on firms’ human re-
sources policies.” In Proceedings of the forty-third annual meeting of the
Industrial Relations Research Association, December 28-30, 1990, Wash-
ington, DC. pp. 65-70. Madison, WI §3706-1393. IRRA (Social
Science Building, University of Wisconsin, 1180 Observatory
Drive). $20.00.

Reavlin discusses how employers will respond to labor market shortages
predicted by such reports as Workforce 2000. Using a database of firm-
level human resources policies, she examines how companies are adjusting
their compensation and benefits practices in an effort to attract and retain
younger workers. Of related interest in the same volume is “Managing a
changing labor force: a new look at human resources management” by Jef-
frey Zornitzky (pp. 11-22).

Thomas, R. Roosevelt, Jr. “From affirmative action to affirming diver-
sity.” Harvard Business Review (HBR Back Issues Dept., Soldiers
Field Road, Boston, MA 02163), March-April, 1990. pp. 107-117.
$13.50.

Thomas explains why recruitment-oriented affirmative action plans neither
deal with the underlying causes of prejudice and inequality nor address di-
rectly the new realities and opportunities inherent in managing today’s in-
creasingly diverse workforce. “Moving beyond” affirmative action, he ex-
plains, means a commitment to both the recognition of potential and the
upward mobility of all kinds of persons at every level of the organization.
Thomas offers ten guidelines for learning to manage diversity. Thomas
expands upon these themes in Beyond race and gender: unleashing the power
of your total work force by managing diversity (American Management Asso-
ciation. 1991. 189 pp. $26.70) a comprehensive action plan for transform-
ing the roots of corporate culture to positively reflect diversity. Case studies
include Avon Product Inc.’s Multicultural Planning Research Project and
five-year implementation plan.



