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ABSTRACT:- In today’s era where everything can provide a sense of entitlement and empowerment, the next 

generation of professionals – aptly called “Millennials” having born within the onset of this millennium, expects 

nothing short of a drastic and impactful method of decision-making. From relationships, common purchases and 

even on career choices, this holds true. This generation is always on the move and will always make critical life 

changing decisions as if they are just eating a slice of cake.  

 
This prompted the researcher to conduct a three-month study of whether this mindset and mental approach will 

really help them find a good job that matches their collegiate degrees, as well as the level of satisfaction for 

those respondents who are already at the industry.  

 

Significant results revealed that those who are fresh college graduates will always carry a positive mindset about 

the type of profession that they will pursue, based on their Collegiate degree. But this battle cry that they say, 

“Trust the Process” does always hold true. As it is only at times mere lip service. Although, it can motivate 

those who are already working, since they have already the disposition and relative level of tenure. But for the 

fresh graduate level, the proper matching of degrees and job vacancies, as expected, matters. As cliché as it 

sounds, but in reality based on the findings, the respondent just applies without much deep thinking. Thus, their 

rate of interviews and actual offers drastically drop. 

 
Ergo, it is important for them to be more focused and meticulous about their career choices in order for them to 

grow as professional. 
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I. RESEARCH RATIONALE 
 The technical definition of 'career' is as follows: “An occupation undertaken for a significant period of 

a person's life and with opportunities for progress.” Be as it may, it is a profession that occupies an important 

part in an individual’s life and it offers many professional advancements and opportunities for the person 
(National Career Development Association Board of Directors, 1993, archived 2010).  

 

 Traditionally, career only means employment, especially for those who are at the white collar level. 

However, recent concepts have evolved as it now includes a continuous process requiring learning and 

advancement.  

 

 Millennials by nature, are very aggressive as to where they are heading once they graduate from the 

academe. They prefer careers that will nurture every facet of their well-being. They are focused, but not rushing 

(Smith, 2018) 

 

In the Philippines, the same nature and attitude hold true.  

 
Nonetheless, even though today’s generation have already been granted the freedom of choosing their paths 

towards professional success, most of them still find it hard to land the “career of their dreams.” According to 

Aguiling (2012) This is attributed to the following: 

 

1. Highly competitive workforce 

2. Lack of job vacancies (which forces them to rely on “high volume” employments such as Business 

Process Outsourcing Call Centers, which creates mismatches between their degree vis-à-vis their profession)  

 That is, millennials prefer patience in selecting their careers either after they graduate or if they intend 

to shift employments (but still within the same industry, thus retaining their “career”). 
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 This study validated the claim of the millennials as to how they develop the mindset of trusting this so-

called process. From the moment they graduated up to the actual job offers, the researchers determined the 

factors that make them select job openings, and recommended ways on how they could further increase the 

chances of getting hired using the “Trust the process” mantra.  

 

 

Problem Statement, Research Objectives and Assumptions 
 In simple terms, this study validated the way as how millennials take their respective career choices 

based on the job openings that they applied for, and the mindset that they have in choosing to apply for such 

vacancies. 

 

Specifically, this study discerned the following as to: 

 

1. Frame the mindset and profile of the respondents in terms of their choices in job opportunities 

2. Initiate interventions that will further help them achieve the most suitable career for them based on 

their manner of: 

 

a. Job Application (Objective 1) 
b. Job Interview approach and answering (Objective 2) 

c. Job Offer selection (Objective 3) 

d. Work and Life Balance (Objective 4) 

 

From the above mentioned, it can be assumed that their approach in “trusting the process” may really have a 

significant effect on probability of getting hired by their preferred employers. 

 

Significance, Scope and Limitations 

This study served a very relevant purpose on the following: 

1. The industry – Firms will now have more relevant data as to how can they select the most qualified 

applicants to work for them 

2. The applicants – Once they see how their contemporaries think, those who can find time to read this 
research may be able to benchmark their respective career approaches to those who were interviewed here 

3. The academe –Administrators and career counsellors will have another reference on advising and 

mentoring their students about career choices and preferences 

4. The researcher – Being a career advocate and counsellor, he will be able to provide another pavement 

for practical learning and help more people in their respective career choices 

 

This study is focused on Filipino millennials from Manila – the capital of the Philippines. The profile includes 

that of fresh graduates and those who are studying Masteral classes (i.e. MBA) but not older than 30 years old – 

which is the baseline to be called under the said age group. The research, will not, however, disclose the 

companies applied for, the names of the respondents and the schools from where they graduated.   

 
Synthesis of Selected Literature 

The following are selected literature among the many used for this research that deem to hold utmost correlation 

and relevance: 

1. The University of Texas in Dallas – University Career Center, defined career, career development and 

career choices as lifelong, cyclical process. The Center uses a five-step paradigm for their alumni in order to 

render the best career counsel possible. The steps are as follows: 

Phase 1 - Assessing Self and Preferences 
Understanding self, skills, interests and values  

Phase 2 - Exploring Options 
Proactively identifying, understanding and matching self to the possibilities  

Phase 3 - Developing Skills and Experience 
Building skills, knowledge and reputation  

Phase 4 - Marketing Self 
Obtaining the skills to seek, obtain, maintain and change jobs  

Phase 5 - Performing and Planning Next Steps  
Developing the skills to make effective career-related decisions and career transitions  
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2. MacKaskil (2017), emphasized that a good career should give an “effective altruism.” That is, the 

person must reach the Self-Actualization model of Abraham Maslow. For definitive reasons, the individual must 

feel a sense of fulfilment as he carries out his job tasks each day. His concept applies primarily to entrepreneurs 

and philanthropist although at the grassroots level, everyone starts from having a match between his preferences 

vis-à-vis the status quo. 

 

3. Arnold (2013), stressed out the role of the academe in guiding the students to become better alumni 
thru productive career choices. Her insights reveal that the professors are at the driver’s seat in molding the 

students. She also mentioned the “process.” That is, a professor must instill the virtues of patience and 

temperance for the students as they wait to thread towards their professional lives once they leave the four 

corners of the class. 

 

 

Study Framework 

 

The backbone of this research is as follows: 

 

Theoretical Framework 
 This research benchmarked its thrust based on the concept of how the University of Texas in Dallas 

counsels its students to become competitive professionals. It was able to illustrate its thrust, which is: 

 

 
 

 Everything starts with options. The person assesses the possible opportunities presented to him. Once 

he sees the best or at least the most fit for him, he starts to develop the skills necessary to live out to the 

expectations set forth by that option. Once the skills are hones, the person needs to promote his competency. 

And in order to stay competitive, he must perform at his peak all throughout.  

 
 Last but the most important is the fact that he is ought to remember to always assess himself in order to 

grow. To work on his weaknesses and further develop strengths are the most effective way of doing such. 

 

Conceptual Framework and Research Paradigm 

Taking a cue from the Theory above, the researchers were able to derive the following: 
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 Basically, the person is being influenced by two (2) factors as he threads the pavement for his career 

growth. The first influencers are the environment and family. These facets of an individual cannot be controlled 

internally, for obvious reasons. More so, these areas have significant effect towards the formation of the 

person’s character, especially when he is growing up.  These include how he was raised, the traditions and 

values, as well as the breeding and manners of the family are adopted, taught and being lived out by the 

individual (Friedman, et al, 2016). 

 

 Because of this, the person then starts to form his own preferences, behavior and character, as 

evidenced by the dependent variables, or the facets where the person has control over, since these are innate and 

based on his personality and life approach.  

 
 These two (2) variables will intertwine in order to address life’s challenges in making significant career 

choices. Needless to say, negativities such as employment / business opportunity rejections, high level of peer 

competition and failures, among many more, must be overcome by the individual in order to flourish. As the old 

adage goes, “Fall seven times, rise up eight.”  

 

 Once the hurdles are overcome, the person will feel the sense of fulfillment, purpose and the need to 

sustain what he has achieved. These attributes are already success factors by nature, as it not only defined thru 

material gains. More importantly, success must be defined as the level of maturity and capability of a person to 

handle and overcome life situations. This mantra holds true for everyone, even for the millennials. 

 

II. METHODOLOGY AND SCOPE 
 Purposive sampling was used to determine the respondents of this study. This is attributed to the fact 

that the respondents are millennials whose careers are either yet to start or still at the thriving stage. More so, 

since it entails the discernment of the factors that can hurdle the respondents’ career progression and how they 

could overcome it, the type of research used was Correlational (Cause and Effect).  

 

A total of 300 people served as the respondents for this research. The profile are as follows: 

1. Two hundred (200) were fresh college graduates who are still applying for work 

2. One hundred (100) are Masteral students between the ages of 24 – 28 years old.  

3. The total number of respondents were equally divided in terms of gender 

4. Their degrees are all in the field of business, which are Marketing and Finance.   
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Other relevant criteria include: 

1. The fresh graduates must be actively seeking for employment  

2. The Masteral students must not have been promoted for a span of at least two (2) years. This gauge is 

very important since the lack of job promotion can be considered as a hurdle and that they must manifest a 

certain level of resilience and temperance in order to hurdle this quandary. Employees who have been hired to a 

new job or company are not included since their innate motivation is very high, as with their morale, for obvious 

reasons. 
 

In order to measure thelevel of optimism for the fresh graduates, the following protocols were used: 

1. Their overall assessment of the job that fits their College Degree and Preference was determined. The 

researchers labelled it as “Applications.” 

2. Out of the positions applied for, those who have asked the applicants for an interview was also 

determined. A ratio of the applications vis-à-vis those who requested for interviews was computed. 

3. Actual job offers were the penultimate measure of success for these respondents, as it means that their 

applications have matched the needs of the firm and that they have mutual understandings about the job nature, 

its compensation and work environment, among many more facets of employment.  

 

 Their responses were statistically measured suing Correlational Analysis. That is, the actual job 
applications and interviews must have a significant effect and value that should lead the respondents to land 

actual job offers – which is almost already synonymous to employment.  

 

On the other hand, for the Masteral level respondents, their interests and overall current job satisfaction was 

measured using a Likert Scale, with mean ratings gauging their respective answers.  

 

Basic open-ended questions were asked, which revolved around the following: 

 

For the fresh graduates: 

1. The number of job applications that they have 

2. The number of firms that called for an interview 

3. The number of firms from those who conducted an interview that offered actual job positions 
4. Their level of satisfaction with the job offer (for those who have been given) 

 

For the Masteral students: 

1. Their current level of satisfaction with their employment and career 

2. The ways on how they can improve their current career situation 

 

For both set of respondents, three months was given in order to determine the results and to suggest and 

implement new ways in order for them to find either a beter job offer (for the fresh grads) or a more suitable 

employment (for the Masteral level employees).  

 

Below is an illustration of the Research Methodology: 

 

For Fresh Graduates 

 
 

 The first stage involves the proper matching of the degree that the respondent has taken in College vis-

à-vis the job applications that he intends to apply for. Even at this stage, both must fit since the respondent has 

chosen his degree for a career and for a living. Ergo, it is deemed that in choosing such, he believes that this 

career is best for him and his professional growth and welfare.  
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This stage must be followed by a series of job interviews. The number might not be as high as the number of 

applications, but at least a certain ratio must be met, say at 50% of the job applied for must lead to an interview. 

 

The final and most important stage is the Job Offer Stage. Wherein at this level, the respondent is already hired. 

He is just opted to choose which among those who want him to be an employee suits the applicant best. At this 

rate, the rate becomes lower and more funneled. Yet, the ratio must still be reasonable. For this research, the 
allowed rate must be at least 20% of the total job applications are ought to have given actual job offers. 

 

For the Masteral Students 

 
The paradigm is simple. There should be a balance between the current job’s provisions vis-à-vis the 

professional expectation of the respondents.  

 

 

III. RESULTS AND DISCUSSION 
The following are the significant findings of this research: 

I. The fresh grad respondents have a lot of job applications, from which half of the firms that they have 

applied for will call for an interview, but only 10% will offer a job position. 

 
The following table summarizes their response. 

 

TABLE 1. PRE-INTERVENTION JOB OFFER SUCCESS RATE 

Base: Number of Fresh Graduates 

Avg. Applications  Avg. Interviews Avg. Job Offers 

10.5 6 1 

 

 When asked, the respondents admitted that they may have faults about the way they job search. That is, 

they just click the mouse button or haphazardly apply. They may “trust the process,” but on a wrong context and 

matter. As their thrust is not focused on the matching of their degree with their applications.  This is what the 

study of Hooley, et al (2013) stated – that career choices must be focused on the quality of the match between 

the applicant’s credentials as with the position applied for – which is easier said than done. 
  

II. Those at who are currently working, less than half (45%) stressed out that they don’t find any balance 

with their work and that they need a new working environment. 

 



An Empirical Analysis And Evaluation Of Millennials’ Career Choices 

*Corresponding Author: Prof. Benedict DC. David    www.aijbm.com                                   30 | Page 

 

 

 Further probing revealed that most of them already got tired of doing the same old monotonous work 

and tasks. They need a breather, or a new environment. Some of them just needs motivation and reason to push 

further (Greenhaus and Beutell, 1985).  

 

Interventions 
 

The researcher intervened and tried to help the respondents. What was done were the following: 

 

1. The Researcher asked the fresh grads to inform the former about the applications that they intend to 

apply for before doing such. This was done in order to screen their intents properly. 

 

2. For the Masteral students, they were just given pep-talks, especially about the value of employment and 

how they could make their professional lives even better. Some altruistic steps include: 

 

a. Be more physically active such as in sports after work 

b. Spend more time and money with friends and loved ones during weekends  

 
The results for both sets of respondents have proven to somehow help them with their respective goals. Even the 

altruism aspects, it has proven to be correct. This is in line with the findings of Aguiling (2012) that sometimes, 

all that a person needs is a little pep talk.  

 

 

 

The following are the post-intervention results: 

 

 

TABLE 2. POST-INTERVENTION JOB OFFER SUCCESS RATE 

Base: Number of Fresh Graduates 

Avg. Applications  Avg. Interviews Avg. Job Offers 

7 3 3 

 

The researcher limited the number of applications. Those that are just very much alike the degree that the 

respondents finished from College were the ones that were approved to be applied for. The results revealed a 

two-fold increase in terms of the percentage of interviews. More so, those who have asked for interviews were 

also the ones who offered a job. 

 

49% 
51% 

PRE-INTERVENTION 

WORK AND LIFE BALANCE 

Balanced work and personal life 

Imbalanced work and personal life 
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This clearly proves that the number of job applications and its quality still and will always matter. But on the 

area of “Trusting the Process,” it has been proven to be misguided. 

 

 

 

 As for the other set of respondents, there was two percent increase in terms of work and life balance. 

This is already acceptable since percentages are already almost equal.  

 

 Nonetheless, the assumption that the there is a significant effect on how the respondents “Trust the 

Process” does not actually hold true. They may have such, but if it already misguided at the very onset – that is, 

if their intents and qualifications do not really match with that of what is being asked for a certain position – 

then, there would be “process” at all. Statistically speaking, at an acceptable minimum 40% level of Correlation, 

the actual percentages of correlation between the two sets of respondents showed no correlation at all because 

the issue, after all, is on the level of matching, not on the matter of having the correct mindset. The issue is more 

of technical, rather than mental and emotional. Even though there are altruisms, the fact remains that such 
mindset will only apply if there is a match.     

 

III. CONCLUSION AND RECOMMENDATIONS 
Based on the findings above, the following can be concluded: 

1. The bottleneck is still on the Job Application Stage. That is, there should always be an initial match 

between the degree of the applicant with the actual job applied for (Objective 1).  

2. Job Interview approach and answeringhave no significant effect if there has been a fault on the 

matching between the degree of the respondents as compared to the nature of the job (Objective 2) 

3. Job Offer selections although some will offered even if there are matching discrepancies, will still 
depend on the needs of the firm beased on its job criteria (Objective 3) 

4. Work and Life Balance depend more on altruisms (Objective 4) 

 

Ergo, it can be recommended that: 

1. “Trusting the Process” should also entail finding the right fit of job vis-à-vis the degree of the applicant  

 

2. Having the proper approach in job interviews is important, but then again, there should always be the 

existence of the matching between what is sought and what is applied for. 

3. Employees may have to consider the fact that it is really hard to find a new career or job and that they 

may have to motivate themselves more in order to appreciate what they have. Sometimes, what is lacking is the 

proper mindset, not the skills. And this is where the “Trust the Process:” comes into play. 

 
Lastly, for future research, the next researchers can: 

1. Increase the number of respondents and scope of degrees finished 

2. Be more statistical in terms of the Correlation among the variable of this study 

 

49% 

51% 

Work Life Balance 

Balanced work and personal life 

Imbalanced work and personal life 
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