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The economy is forcing employers to re-examine 
their runway, strategies, and growth goals. Many are 
eyeing their talent investments. Some are cutting 
budgets, freezing headcount, and navigating layoffs. 
Others are doubling down on the unique 
opportunity to expand their workforce and gain a 
competitive edge. The pervasive truth is that the 
same employee cuts for survival today could block 
businesses from future success. It’s a gamble most 
organizations can’t afford to lose. However, there’s a 
key cohort that can lower the stakes: early talent.



While costing up to 50% less than peers with 2-5 
years of experience, early talent can do much more 
than fill the lowest rung on the corporate ladder. 
Gen Z is the key to filling competitive technical roles 
and achieving metric-driven results to DEI goals. 
They also help leaders tackle strategic threats like 
minimizing attrition and increasing hiring efficiency 
despite budget cuts.

Executive Summary
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https://www.linkedin.com/pulse/new-cfo-perspective-does-hiring-recent-grads-pay-off-capers-workman/
https://www.linkedin.com/pulse/new-cfo-perspective-does-hiring-recent-grads-pay-off-capers-workman/
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Achieve in 2023, win in 2030

By 2030, every Baby Boomer will be over 65. Gen Z 
will comprise about 30% of the workplace, and 
they’ll be working in jobs that haven’t even been 
invented yet. For executives, seeing this future 
landscape of work through the current haze of 
market fluctuation is murky at best. And yet they 
need to envision this future as they navigate 
present business threats.



During the 2007-2009 recession, Microsoft 
strategically offset costs with thousands of layoffs. 
On the other hand, Apple and Google ramped up 
innovation and talent acquisition. In 2021, Apple sat 
on $365.82 billion in revenue, more than double the 
amount of Microsoft's $168.09 billion, with Alphabet 
(Google’s parent company) generating $257.64 
billion US dollars that same year.



Will history repeat itself? We don’t know. But when 
companies stop investing in talent during a 
recession, their market position, brand, and 
innovation are at risk. However, organizations can 
offset that risk during volatile market conditions by 
strategically investing in cost-efficient, future-
focused early talent. By building a strategy around 
early talent, they can:

Boost retention


Bridge the technology gap


Achieve Diversity, Equity, and Inclusion 

(DEI) goals


Hit hiring goals with decreased budgets

https://www.voanews.com/a/most-of-2030-s-jobs-haven-t-been-invented-yet/4778002.html#:~:text=Up%20to%2085%20percent%20of,percentage%20is%20impossible%20to%20predict.
https://www.voanews.com/a/most-of-2030-s-jobs-haven-t-been-invented-yet/4778002.html#:~:text=Up%20to%2085%20percent%20of,percentage%20is%20impossible%20to%20predict.
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Early talent and skills secure retention01

Talent with 3 to 5 years of professional experience 
neither knows a company nor industry well enough 
to drive immediate, effective impact. Just like their 
early talent counterparts, they need to learn. But, 
they come with a higher price tag. Meanwhile, hiring 
motivated recent graduates at the start of their 
careers can maximize a company’s ability to 
develop and nurture future leaders at a lower salary 
starting point.



With 4M+ college graduates entering the workforce 
each year, executives can enable their teams to 
access a larger talent pool, target those roles, and 
develop a strong pipeline for long-term retention. 
And with forward-thinking skills, Gen Z talent is 
increasingly valuable to modern businesses.



Losing talent is costly, as is recruiting more 
experienced talent. Top companies are investing 
and nurturing early talent and, as a result, are 
building a strong, diverse pipeline of internal 
candidates that share the company’s strategic 
values. When more senior roles open up, they have 
internal talent to promote seamlessly. Interns and 
young professionals that are hired today have the 
potential to make an enormous impact—they just 
need that open door.

Over the past 2 years, the ‘Great Resignation’ has 
stolen headlines, with more than 48 million workers 
leaving their roles. The ripple effect will impact 
industries for years to come. Attrition is costly, but 
there’s a strong opportunity to curve it.



Forbes reframed the narrative as the ‘Great 
Exploration,’ saying that talent is on the hunt for 
new skills—a perspective that executives must 
adopt as they build their future workforce. With 
retention becoming more pervasive for even the 
strongest companies, early talent can be the fix 
businesses are looking for. A recent Handshake 
study found that, on average, Gen Z workers will 
stay at a company for 3 years, but they’ll more than 
double that tenure to an average of 6.5 years if 
presented with growth and advancement 
opportunities and upskilling.



Even though 89% of executives say skills are 
becoming more important for defining work and 
deploying talent, many employers are reluctant to 
invest in training entry-level workers. Every open 
role is a resource leak. When employers list multiple 
degrees or requirements that aren’t needed and 
aren’t finding candidates, they’re leaving money on 
the table.


https://www.forbes.com/sites/forbesbusinesscouncil/2022/08/05/explore-your-companys-talent-options-for-sustainable-long-term-growth/?sh=1a27ddc83b90
https://www.forbes.com/sites/forbesbusinesscouncil/2022/08/05/explore-your-companys-talent-options-for-sustainable-long-term-growth/?sh=1a27ddc83b90
https://joinhandshake.com/blog/employers/6-things-gen-z-wants-from-their-job/
https://joinhandshake.com/blog/employers/6-things-gen-z-wants-from-their-job/
https://www2.deloitte.com/us/en/insights/topics/talent/skills-based-organizational-strategy.html
https://www2.deloitte.com/us/en/insights/topics/talent/skills-based-organizational-strategy.html


Gen Z has the skills to bring value from day one

Executive spotlight 
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“ One of my favorite early talent success stories is about our intern alumni Francesca, who accepted a 
role in our Human Resources department. She had about 6 months of work under her belt before the 
COVID-19 pandemic hit. We needed to be agile and nimble. Francesca seized the opportunity and led 
the management of employee communications. She joined Talent Acquisition in 2020 to lead 
innovation in our contingent workforce. Her ability to leverage her network, manage stakeholders, and 
empathize with her end-user allowed her to be successful. Today, she leads the implementation of 
our contingent technology solution.”

Leah Gleason

Vice President, Talent Acquisition, Centralized Support & Innovation

Aramark

https://joinhandshake.com/blog/employers/handshake-honor-roll-aramark/?_thumbnail_id=15542
https://joinhandshake.com/blog/employers/handshake-honor-roll-aramark/?_thumbnail_id=15542
https://joinhandshake.com/blog/employers/handshake-honor-roll-aramark/?_thumbnail_id=15542


The good news for industry leaders is that 
businesses don’t have to be tech leaders to attract 
tech workers. According to Handshake Network 
Trends, the class of 2023 said they plan to apply to 
more jobs (44%), were open to new industries (35%), 
and are starting the job search sooner (18%). Any 
industry can follow the path to find Gen Z gold.

Technology will determine success and failure in 
the next decade, and so will the humans that use it. 
All businesses need innovation, efficiency, and 
adaptability to evolve regardless of industry. And all 
employers are competing for specialists with 
specific technical backgrounds, like data science, 
computer programming, and engineering. Early 
talent, who may need just a few more hard or soft 
skills, can fill those vacancies.



Handshake saw a dramatic increase in postings for 
tech workers in 2022. It’s no surprise, given that 
McKinesy reported that 50% of CIOs plan to migrate 
¾ of their workloads to the cloud in the next 2 
years, and 67% of organizations are adding new 
roles due to more significant cloud investment.



But digital transformation doesn't just lie with CIOs. 
Adopting new tech requires successful change 
management and alignment across all departments. 
These changes are crucial. The ability to adopt and 
adapt will be the competitive differentiator that 
ensures relevance, security, and agility. But the 
talent needed to achieve those goals is in short 
supply and will be for the foreseeable future.
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Gen Z fills the tech talent pipeline

more requested postings for 
software developers and 
Engineers in the past 12 months

more CS job postings from 
tech companies

more CS job postings from 
non-tech companies

more first year candidates 
declaring Computer Science

more CS Seniors in 2021 as 
compared to 2020

14%

30%

6%

9%

27%

Software developer jobs 
have increased year over 
year on Handshake

1. Business Administration

2. Psychology

3. Computer Science

4. Biology

5. Computer Systems Networking

That’s where early talent comes in. The class of 
2023’s most popular majors are:

plan to apply 
to more jobs

Many in the class of 2023 
are planning to start their 
search sooner and showing 
openness to new industries.

open to new 
industries

starting the job 
search sooner

44% 35%
 18%

A change in strategy

02

https://joinhandshake.com/network-trends/2023-forges-ahead/%20The%20class%20of%202023%20forges%20ahead
https://joinhandshake.com/network-trends/2023-forges-ahead/%20The%20class%20of%202023%20forges%20ahead
https://www.mckinsey.com/business-functions/mckinsey-digital/our-insights/the-cio-agenda-for-the-next-12-months-six-make-or-break-priorities
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Industries like education, government, and hospitality have increased job openings for early talent, but 
many face acute talent shortages. Gen Z is gaining the skills companies need with their majors. They are 
also seeking out key skills, like coding, outside of their major or institution because they see the value in 
being cross-skilled and keeping up with the rapid pace of tech advancements. Competition for tech 
talent is high, and employers can tap into a larger pool by leveraging new business models, and skills-
based recruitment methodologies. To attract tech talent and beat out the competition, employers need 
to meet Gen Z where they are, in university. And ensure that they communicate their industry relevance, 
competitive differentiation, and fresh innovation.



Early talent is a technology competitive differentiator

Executive spotlight 

“ University recruiting is how Vanguard is shaping its future workforce. Early talent accounted for 50% 
of Vanguard’s tech hiring last year. We do that on purpose. We want talent who's passionate about 
Vanguard's mission to come early in their career and grow with us. They offer diverse perspectives 
and uber-contemporary technology skills. The technology industry is evolving fast. Students bring 
cutting-edge experience and competitive differentiators that we can incorporate into our technology 
practices.”

John T. Marcante

Global Chief Information Officer

Vanguard

https://insights.stackoverflow.com/survey/2021#overview
https://joinhandshake.com/employers/resources/with-handshake-vanguard-takes-luck-out-of-the-student-job-search/
https://joinhandshake.com/employers/resources/with-handshake-vanguard-takes-luck-out-of-the-student-job-search/
https://joinhandshake.com/blog/employers/handshake-honor-roll-aramark/?_thumbnail_id=15542
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Businesses have spent billions of dollars on DEI 
initiatives and plan to continue. Across industries, 
leaders have given boilerplate commitments to 
drive more representation into the workforce and 
leadership. But how many have actually followed 
through on those commitments is another story. 
And for those who don’t, their business could be in 
jeopardy.



In fact, companies that invest in DEI have a 
competitive edge. Diversity delivers innovation and 
transformation, and it has been proven that more 
diverse companies outperform their peers.  
And yet, despite these efforts, there is still disparity.



While it’s good that so many employers are 
prioritizing diversity—the next generation is holding 
them accountable, and they want to see results. 
More than half of Gen Z respondents to 
Handshake’s survey said they wouldn’t apply to a 
job at a company that lacked diversity, and 60% say 
they either “always” or “usually” research diversity in 
employers’ leadership. This perspective is 
consistent across demographic groups. About half 
of the respondents said they would leave a job if it 
did not meet their social justice or equity 
expectations.



Given that Gen Z will represent 30% of the 
workforce by 2030, employers don’t have much time 
to ensure their leadership suite is as diverse as 
their promises. Companies that fail to show 
measurable diversity will not be competitive.



As the most diverse generation, Gen Z is uniquely 
positioned to help employers achieve their DEI 
goals. That unique position is quite literal. Platforms 
like Handshake have access to 12.3 million active 
students. That includes 4.9 million from 
underrepresented groups and 7.3 million women 
identifying candidates. This talent, in one place, with 
the skills employers need, offers a cost-efficient 
solution to target talent, strategically drive brand 
resonance, and measurably build a diverse 
workforce from the ground up.

Having a diverse workforce is 
not just the right thing to do—
it’s also a smart business 
move. Diversity-rich 
companies generate 19% 
higher innovation revenues, 
and 75% are on track to 
exceed their financial targets 
by the end of 2022."

"

Forbes, 2022

Measure DEI success with the 
most diverse generation
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https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace
https://joinhandshake.com/network-trends/gender-equity/
https://joinhandshake.com/network-trends/gender-equity/
https://www.forbes.com/sites/forbestechcouncil/2022/11/11/talent-acquisition-leaders-say-these-3-areas-deserve-your-attention-in-2023/?sh=7e13f4b4ff6f
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Most women students prefer virtual 
interviews while most men students 
prefer in person interviews

55% 45%Women

Preferred Virtual

Preferred In Person

41% Men 59%

Most students of color prefer virtual 
interviews while most white students 
prefer in person interviews

Virtual In Person

Black or African American

Hispanic or Latinx

Asian

Two or more races

White

Overall n=2,440

58%

57%

56%

53%

44%

42%

43%

44%

47%

56%

If organizations take the opportunity to attract Gen Z and target their diverse backgrounds, by 2030, 
they will authentically have a workforce and leadership suite that reflects their values and consumers.



Additionally, a fiscal benefit of targeting a diverse Gen Z audience is that employers can do it digitally
—saving their recruiters time and resources. According to Handshake data, both under-represented 
racial groups and women prefer virtual recruitment events because they feel higher degrees of 
connectedness to employers. Other organizational changes, like university recruitment year-round, can 
improve Black candidates' ability to apply.

*of students that have submitted applications to Handshake in the past year

of Black student applications were submitted during 
the peak fall and spring recruiting seasons*

of non-Black student applications submitted during the 
peak fall and spring recruiting seasons*60% 66%

Open recruiting schedules to attract more diverse candidates


non- Black students

Black students

Applications by month on Handshake

0%

5%

10%

15%

Aug Sep Oct Nov Dec Jan Feb Mar Apr May Jun Jul

https://joinhandshake.com/employers/resources/3-hiring-practices-that-disadvantage-black-talent/


Early talent is a technology competitive differentiator

Executive spotlight 
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“ Our strategic focus on early talent is building long-term competitive advantage for Comcast, 
especially considering changing workforce dynamics. We saw immense value in the investment in 
supporting our long-term business needs and commitment to a diverse and inclusive workforce. 
There was some initial uncertainty from business leaders about how well our interns would convert 
to full-time employees following their graduation, but the program has delivered—conversion rates 
have kept pace with industry averages, and over 50% of Comcast’s Central Division’s interns are 
diverse, compared to the average of just 37%.”

Aryeh Lehrer

VP of Talent Management and Acquisition

Comcast

https://joinhandshake.com/blog/employers/comcasts-early-talent-strategy-for-growth/
https://joinhandshake.com/blog/employers/comcasts-early-talent-strategy-for-growth/
https://joinhandshake.com/blog/employers/comcasts-early-talent-strategy-for-growth/


The massive layoffs filling news feeds and looming 
recession is not the first blow to the HR 
organization. Talent acquisition teams have barely 
recovered from the whiplash of market changes or 
budget and headcount cuts. They are stressed 
about hitting recruitment goals with fewer 
resources. And executives are critiquing every 
additional spend. Suppose the past indicators are 
correct, and investing in talent during a recession is 
critical to later success. In that case, executives 
need to look at what they cost their organization by 
not investing in their recruitment system.

The current system for hiring is broken. It’s 
expensive, inequitable, and inefficient for both 
companies and early talent. Outdated models where 
organizations have manual 1:1 relationships with only 
a handful of schools are time-consuming, not 
scaleable, and actively leaking money from the 
company. On top of this, the model is leaving 
qualified applications out in the cold. If employers 
are not democratizing their early talent outreach, 
they are not going to hit their critical hiring goals—
much less win competitive tech and DEI talent.

12

Most recruiting teams are 
already stretched thin

13,000


54 days


65%


speaks with 13,000 
people each year

per candidate

of recruiters have 
reported increased 
stress levels since the 
start of the pandemic

Balance budget cuts with 
tools that empower

US reruiter workload

Current average time to hire

Recruiter stress levels

04

https://shrm.org/ResourcesAndTools/business-solutions/PublishingImages/Pages/benchmarking/Talent%20Access%20Report-TOTAL.pdf
https://joinhandshake.com/blog/employers/strategies-to-recruit-students-where-they-are-this-spring/
https://joinhandshake.com/blog/employers/strategies-to-recruit-students-where-they-are-this-spring/
https://shrm.org/ResourcesAndTools/business-solutions/PublishingImages/Pages/benchmarking/Talent%20Access%20Report-TOTAL.pdf
https://www.jobvite.com/wp-content/uploads/2021/09/Jobvite-RecruiterNation-Report-WEB-2.pdf
https://www.jobvite.com/wp-content/uploads/2021/09/Jobvite-RecruiterNation-Report-WEB-2.pdf
https://www.jobvite.com/wp-content/uploads/2021/09/Jobvite-RecruiterNation-Report-WEB-2.pdf
https://www.jobvite.com/wp-content/uploads/2021/09/Jobvite-RecruiterNation-Report-WEB-2.pdf
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Your ideal candidates may be at schools 
you may not be recruiting from today

of Black and Latinx students 
aren’t at HBCUs or MSIs

of CS majors do not 
attend Tech schools67% 93%

Does not attend 
HBCU/MSI

Does not attend a 
“Tech” school

Attends HBCU/MSI Attends a “Tech” school

Recruiters are constantly being 
asked to prove more value to 
secure more budget

35% of talent acquisition 
executives said the biggest 
obstacle they faced when 
trying to get new tools to 
use new trends was their 
inability to prove ROI

42% of talent acquisition 
professionals said they 
did not have a budget 
dedicated to DEIB

35%
42%

The need to quickly source diverse talent with in-
demand skills is greater than ever. The most-
effective way to hire future leaders, fill critical 
vacancies, and maximize recruiting budgets is by 
scaling the early talent pool. While there are only so 
many ways recruiters can reach more experienced 
talent, the opportunity to fill the pipeline with early 
talent is practically untapped.



Businesses with a strong internship program can 
easily fill their full-time entry-level positions. From 
there, the cycle continues upwards. Companies that 
consistently can’t fill those entry-level roles face an 
endless cycle of wasted time and opportunity cost. 
Platforms like Handshake can help teams combat 
that by scaling brand awareness, targeting qualified 
candidates directly, and accessing millions of 
applicants.


Just as revenue and finance executive counterparts 
need platforms to measure and predict incoming 
revenue accurately, CHROs need data to make 
investment decisions. Approximately 75% of 
recruitment professionals and firms use tools to 
expand their candidate pool and streamline their 
recruitment process. Talent acquisition leaders 
know their industry, job market, and recruiter’s 
workload—but they will lose if they can’t measure 
ROI, optimize spending, and scale strategies. With 
the right data, they can make better investment 
decisions that will enable their organization to 
continue to grow despite market volatility.

https://www.forbes.com/sites/forbestechcouncil/2022/11/11/talent-acquisition-leaders-say-these-3-areas-deserve-your-attention-in-2023/?sh=6a8f8764ff6f
https://www.forbes.com/sites/forbestechcouncil/2022/11/11/talent-acquisition-leaders-say-these-3-areas-deserve-your-attention-in-2023/?sh=6a8f8764ff6f
https://www.forbes.com/sites/forbestechcouncil/2022/11/11/talent-acquisition-leaders-say-these-3-areas-deserve-your-attention-in-2023/?sh=6a8f8764ff6f
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How organizations use Handshake to 
streamline early talent recruitment

Todd McElhatton 

CFO

Zuora (Former CFO at SAP)


Finance is not the same field I 
entered two decades ago. As 
finance leaders, we have two 
choices. For one, we can meet 
the change and challenges 
we’re facing head-on, and do 
everything in our power to best 
prepare our organization and 
today’s early talent for the job 
at hand. Or we can grumble 
and hope things change. I’ll 
close with a quick word of 
advice: Only one of these is a 
winning strategy." 

The easiest way to cut spending and make your recruiting budget go farther is by streamlining your 
tools. For example, once pandemic restrictions are no longer a concern, 87% of students said they will 
still prefer some virtual recruiting. Virtual recruiting allows companies to reduce discretionary spending 
by cutting travel to career fairs and campus visits. Tools like Handshake make it so recruiters can easily 
reach students across thousands of schools with the push of a button and target qualified candidates 
who fill their needs. These companies are attracting and winning over more qualified and diverse talent 
without having to spend any extra money.

Match Education reduced recruiting costs 
by leveraging digital events

Achieved an 80% reduction in recruiting 
costs by switching to digital recruiting with 
Handshake. Despite spending less, they 
used Handshake best practices to drive a 
12x increase in brand reach and saw a 10x 
increase in new hires from 
underrepresented groups year over year.

TD Synnex expands school partnerships 
to get more qualified candidates

Partnered with Handshake to increase 
school partners by 560% and launch 
personalized outreach campaigns. They 
saw a 559% increase in overall applicants, 
including a 530% increase in applications 
from underrepresented groups.

Phillips 66 leverages data to get more ROI 
at career fares

Used Handshake analytics to help them 
streamline their career fare processes and 
ensure they get ROI from the schools they 
attend. They compared the time and fiscal 
costs versus hiring results and were able to 
make data-driven decisions.

https://www.cfo.com/human-capital/2018/01/three-ways-bridge-finance-talent-gap/
https://www.cfo.com/human-capital/2018/01/three-ways-bridge-finance-talent-gap/
https://www.cfo.com/human-capital/2018/01/three-ways-bridge-finance-talent-gap/
https://joinhandshake.com/network-trends/virtual-recruiting/
https://joinhandshake.com/network-trends/virtual-recruiting/
https://joinhandshake.com/employers/resources/match-education-delivers-nationwide-talent-diversity/
https://joinhandshake.com/wp-content/uploads/2022/04/HS_TDSynnex_CaseStudy.pdf
https://www.youtube.com/watch?v=BhAzQz5UTDc&t=1092s
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The right tools help teams beat the competition 
and fill pipelines early

Executive spotlight 

“ We started to see a trend where top talent was receiving offers earlier and earlier. 70% of talent will 
accept the first offer they receive. We took several steps, including posting our requisitions sooner, 
utilizing Handshake to encourage applications from students before the peak fall season, and 
holding virtual events to build consideration and desire with these candidates so that we could 
process them through our funnel with greater efficiency. As a result, we were able to extend 85% 
more offers before October 15th than in previous years. Doing this enabled our teams to reach top 
talent sooner and be even more hyper-focused later in the fall to fill our remaining spots.”

Danny Combs

Director NA Talent Acquisition Commercial and Employment Branding & Initiatives

Procter & Gamble

https://joinhandshake.com/blog/employers/handshake-honor-roll-announcing-may-2022-winner/
https://joinhandshake.com/blog/employers/handshake-honor-roll-announcing-may-2022-winner/
https://joinhandshake.com/blog/employers/handshake-honor-roll-announcing-may-2022-winner/
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While some might only consider investing in early talent for lower salaries, the most successful 
businesses know that early talent has ongoing, strategic benefits.



Coming into the workforce with the skills businesses need, Gen Z can drive impact within organizations 
right out of the gate. By lowering requirements and filling roles, companies stop leaking money and start 
building their future. Organizations know that diversity is, and will be, why they fail or succeed. Filling 
their roles with the most diverse generation and leveraging data-driven recruitment approaches will 
ensure companies don’t get left in the past.



By giving early talent growth opportunities, the next generation of leaders will likely stay with the 
company into their middle-management years.



100% of the Fortune 100 use Handshake to fuel early talent recruitment. Learn more about how you can 
start investing and future-proofing your business today.


If you want to be thoughtful around resource use and investment in 
people, the health and strength of your talent acquisition team is the 
precise muscle the organization has to build to enable that."

Secure the future of the company by 
developing your next generation of leaders

Learn more about Handshake
partnerships@joinhandshake.com  •  joinhandshake.com/employers

Kiva Wilson

Chief Culture Officer

Material

"

mailto:partnerships@joinhandshake.com
http://joinhandshake.com/employers
https://www.youtube.com/watch?v=EY9a1NdMWFs&list=PL32IYbuqjnnYWgxPAI0S7HinWlGDk3sdt&index=8
https://www.youtube.com/watch?v=EY9a1NdMWFs&list=PL32IYbuqjnnYWgxPAI0S7HinWlGDk3sdt&index=8
https://www.youtube.com/watch?v=EY9a1NdMWFs&list=PL32IYbuqjnnYWgxPAI0S7HinWlGDk3sdt&index=8

