
While accounting firms of all sizes are struggling to find and 
retain quality employees, the top firms in the profession have 
been sharpening their game in this area for years.

As part of its annual Best Firms to Work For ranking, now in 
its tenth year, Accounting Today gathers data on a wide range 
of firm policies and practices – including their approaches 
to recruiting and retention, hiring, turnover, compensation, 
benefits and more.

Here, culled from a decade of research with Accounting Today’s 
Best Firms to Work For, are 10 of their top tactics for bringing 
in a steady stream of young accountants.

 START EARLY. More and more firms are reaching out to 
students at the beginning of their college careers – and still 
others are making a point of building interest in accounting 
at the high school level.

 KNOW WHO YOU’RE LOOKING FOR. Before you even 
start to recruit, sharpen your job descriptions, rather than 
just going with what you ran last time. More important, with 
the work accounting firms do changing so rapidly, it may 
make sense to focus less on hiring for specific positions, and 
more on hiring candidates for their skillsets and toolsets, like 
communication skills, tech expertise, and the like.

 GO WHERE THEY ARE. Millennials and Gen Zs expect to 
find jobs through social media, so make sure your recruiting 
strategy includes a strong presence on LinkedIn, Twitter and 
Facebook.

 KEEP IN TOUCH WITH THE ONES THAT GET AWAY. You 
won’t be able to hire every hot candidate whose resume 
crosses your desk, but many younger professionals expect 
to switch jobs frequently, so you may get another chance 
at them in a few years – so it’s worth checking in with them 
from time to time (but not in a stalker-ish way …). 

 GET YOUR STAFF WORKING FOR YOU. Your current 
employees know your firm – and they’re likely to know 
potential recruits. Healthy referral bonuses can turn them 
into a highly incentivized recruiting machine.

 TOO SMALL FOR INTERNSHIPS? Partner up. Firms that 
are too small to set up their own individual program can work 
with similar-size (but hopefully non-competitive) firms from the 
same area to give students the opportunity to explore a wide 
range of firms and practices.

 LEVERAGE YOUR INTERNS. If you have interns, don’t leave 
them idle during the school year – pay them a small stipend to 
act as your firm’s ambassador on campus, identifying students 
who might be good fits for the firm, participating in job fairs 
and similar events, networking with professors, and generally 
keeping the firm’s name in front of the college community.

  FISH IN POOLS YOU HAVEN’T LOOKED AT BEFORE. 
Whether it’s reaching out to schools that you don’t 
traditionally recruit at, or looking at groups like veterans or 
senior citizens, going beyond your usual candidate pools 
will bring you more candidates, a wider range of skills and 
experiences, and a broader perspective.

 MAP OUT THEIR CAREER – AND HOW YOU’LL HELP. 
Make sure potential recruits understand the career paths 
at your firm – what kinds of partnership are available, for 
instance, and how long it takes to get there, as well as what 
sorts of roles are open if they don’t want to be a partner. 
Just as important is showing how you’ll help them develop, 
from helping with the cost and effort of preparing for the 
CPA Exam, or mentoring, or helping with further education 
and professional credentials. 

  HOW DO YOU LOOK? Before you bring any recruits into 
your office, think about how your firm presents itself. 
When was the last time you refurbished your offices? Will 
job candidates be seeing 21st century technology on 
employees’ desks, or something a little older? What’s the 
atmosphere around the office? Recruits will definitely be 
paying attention to that – and you want them to see a fun 
and interesting workplace, not a sweatshop.
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Businesses are turning to data and industry benchmarks to help them attract and retain the best talent.  
For more information on how ADP can help, visit www.adp.com/accountant.
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