
How to Hire & Retain the Best & Brightest 
New Grads in 2021  

According to a survey from Monster.com, almost a year after college 

graduation, 45 percent of the Class of 2020 are still looking for work, and 

the Class of 2021 will soon join them. This trend was reflected in 

unemployment data from the Bureau of Labor Statistics. In March 2021, the 

overall unemployment rate was 6 percent, yet 20- to 24-year olds had a 

10.3 percent unemployment rate.

This may soon change. A National Association of College and Employers 

(NACE) survey found that employers plan to hire 7.2 percent more college graduates in 2021 than they did in 

2020. “The rebound in hiring suggests optimism on the part of employers, fueled by expectations around the 

reopening of shuttered businesses, COVID-19 vaccine distribution, and the addition of jobs to the economy,” 

according to the NACE report. “While not at the pre-pandemic hiring levels seen in 2019, the overall increase 

does signal strong movement in a positive direction.”

Adding to the demand, Baby Boomers are leaving the workforce at an increased rate. The overall number of 

retired Boomers had been growing annually by about 2 million since 2011 (the year the oldest Boomer 

reached age 65). According to the Pew Research Center, in Q3 2020, 28.6 million Boomers reported being 

retired, which is 3.2 million more than in Q3 2019. The job losses associated with COVID-19 are likely the 

largest contributor to this increase.
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As your organization looks to attract and retain new grads (and as Gen Z enters the workforce), it’s important 

to understand what they really want in a job. Without a plan in place, you’ll risk losing top talent to your 

competitors. Use the checklists in this Guide to fine-tune your strategy.

Attract New Graduates

New grads offer innovative ideas and fresh perspectives. Your recruiting efforts should mirror this innovation. 

¨  Make sure your application process is quick and painless.

According to CareerBuilder, 60 percent of job seekers quit in 

the middle of completing online job applications because of 

the length or complexity.

¨  Consider this: Gen Y Be prepared to make decisions quickly.

and Z have never lived in a world without the internet. Instant 

gratification is an expectation. 

¨  Share the growth, Market your company, not just the job.

innovation, and excitement that your organization has to 

offer. (Be careful not to oversell. Be honest, or you’ll lose them later.) 

¨  Salary expectations are higher than you may realize—and Be prepared to elevate starting salaries.

many employers are meeting them. 

¨  Your top candidate may be entertaining multiple offers. Make sure your Create an attractive job offer.

salary and benefits package is enticing. As you present your offer, take time to explain the total 

compensation package and the growth opportunities within your organization. Entry-level applicants 

may not understand all of the variables that must be considered when evaluating and comparing 

compensation packages. 

Retain New Graduates

Your job doesn’t end once your new hire accepts your offer—in fact, it just begins! 

¨  to get new hires up and running quickly. (Remember: new grads Implement an onboarding program

often require lengthier onboarding, but investing your time and resources will have a big pay-off!) 

¨  New grads may have different skills than their managers. Use this to Take advantage of tech skills.

your advantage. Provide new grads with opportunities to apply and share this knowledge.   

¨  Employees are more likely to stay if they have a long-term vision Create a career development plan.

of their role within the company. Provide a defined career path so they understand what it will take to 

progress through the company. 

Baby Boomer
1946-1964
Age 57-75

Generation X
1965-1980
Age 41-56

Generation Y
1981-1996
Age 25-40

Generation Z
1997-2015
Age 6-24

How New Grads Add Value 

ü Fresh, new perspectives
ü Energy and enthusiasm 
ü Long-term potential 
ü Specialized skill sets



¨  Help employees see how their work positively impacts the team, Give back to your community.

department, organization, and society at large. While all generations appreciate meaningful work, Gen 

Z is a highly socially conscious generation with a strong desire to give back and participate in social 

programs through their place of work. 

¨ Create an environment where your employees want to be—and stay.Invest in your company culture. 

“There is no magic formula for great company culture. 

The key is just to treat your staff how you

would like to be treated.” 

                                          – Richard Branson

Today’s graduates are showing incredible skill and agility as they enter the labor market. Now it’s time for 

employers to show they’re capable of adapting and welcoming them into their organization. You can rely on 

Staffmark Group to keep a pulse on the market and provide the resources you need to compete. We are here 

for you as you build a strategy to recruit and retain a well-rounded workforce.

About Staffmark Group

Staffmark Group is a family of staffing brands with a mission to align people and companies to create 

opportunity. We provide the expertise, connections, and technology to help people and companies succeed. 

If you need a job, we want to provide it. And if you need staff, we want to deliver the best candidates.

A proud member of RGF Staffing, Staffmark Group is organized into three operating units: Commercial 

Staffing Services (Administrative & Light Industrial), Technical & Professional Services, and Strategic  

Workforce Solutions. Our national network of 400+ branch and on-site service locations connects 250,000 

talent annually.

Opportunity is everywhere, but it’s not always easy to uncover. We partner with you to help you find it.

www.staffmarkgroup.com
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