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From Volume to Value:

The New Era of
Precision Hiring
in Accounting
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Executive Summary

The accounting profession is at a critical turning point. Most still evaluate candidates using
outdated metrics, overemphasizing technical skills while neglecting the competencies that
truly drive success. This misalignment, ironically, is both the profession’s greatest vulnerability
and its most significant opportunity.

Our survey of 202 professionals nationwide reveals five urgent realities:

e Critical skills are missing. Nearly 60% of firms report deficits in critical thinking and 57% cite gaps in professional
communication. Yet, these competencies are rarely assessed in hiring processes. Meanwhile, firms continue to
over-test for technical accounting knowledge, despite being less of a concern than other competencies.

e Al adoption has reached critical mass. Firms without Al-powered recruiting face a devastating “leftover effect,’
competing only for candidates rejected by better-equipped competitors. The 7.5% of firms not using Al will
increasingly receive the talent nobody else wants—a disadvantage that compounds over time.

e Al ethics have become mission-critical. An overwhelming 80.3% of firms rate Al ethics awareness as critical or
very important—surpassing even technical accounting knowledge. This represents a new compliance and risk
management frontier that few firms have adequately addressed.

e The economics favor quality over quantity. Despite paying salary premiums averaging 20% for ideal candidates,
68% of firms report that Al-vetted hires deliver better performance. The dual pressure of high-cost, in-demand
skills and a shrinking workforce dictates that business models must shift to precision hiring.

e Data from Big 4 Transparency further reveals that external hires command an 8.9% premium over internally
promoted staff at the manager level, highlighting the complex economics of talent acquisition versus retention.

Success requires realigning assessment priorities toward scarce competencies, deploying comprehensive Al
infrastructure, and creating pathways for nontraditional talent. Firms that make these shifts will dominate tomorrow’s
marketplace. With 61.4% of firms planning to adopt precision hiring within three years, the window for competitive
positioning is closing rapidly. Those that cling to volume hiring and technical skill obsession will find themselves
competing for an ever-shrinking pool of increasingly expensive, marginally qualified candidates.

The era of precision hiring has arrived. The only question is whether your firm will lead or follow.
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The Transformation Imperative: Precision Hiring

The shift from volume to precision TRADITIONAL HIRING MODEL

hiring is already underway, with
61.4% of firms planning to
embrace this approach within
three years. This represents a
fundamental reimagining of
talent strategy.

Large Number of Applicants, Leftovers from Firms Using
Precision Hiring

The illustrations to the right
show a comparison between the
structures of traditional and
precision hiring models.

Traditional Interviewing, Standardized Training

The differences are as follows:

High Attrition A ted
Traditional Volume Model = Al L

— Hire many

— Standardized training
— High attrition accepted
— Develop future partners

Precision Hiring Model
— Target specific competencies PRECISION HIRING MODEL

— Personalized development
— Retention critical

— Accelerated advancement
The full report provides your Al-Enhanced Recruiting
three-year implementation
roadmap, competency frameworks,
economic ROl analysis, and
immediate-to-long-term actions Assessments of Key Competencies Beyond
you can start today. Technical Accounting Knowledge

Personalized Development

High Retention of
Top Talent



