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Executive Summary

The finance and accounting profession in the United States faces a structural talent deficit that has
been years in the making. According to the Bureau of Labor Statistics, the U.S. accounting profession



lost approximately 340,000 practitioners between 2019 and 2024, a 17% decline driven by
retirements, career transitions, and declining enroliment in accounting degree programs. The
American Institute of Certified Public Accountants (AICPA) reports that CPA exam candidates fell 33%
between 2016 and 2024. Simultaneously, the demands on the finance function have expanded: CFOs
are now expected to lead digital transformation, manage enterprise risk, drive ESG reporting, and
serve as strategic advisors to the CEO and board. The gap between supply and demand for qualified
finance talent at every level—from staff accountant through CFO—has made specialized finance
recruiting a strategic imperative rather than an operational convenience.

CFRE evaluated 10 firms specializing in finance and accounting recruitment using the 142-point
Comprehensive Evaluation Framework (CEF), adapted for the specific demands of the finance talent
market. Recruit Finance Group received the highest overall score (9.3/10), followed by Robert Half
(9.1/10) and Selby Jennings (8.8/10). Scores reflect each firm's depth of specialization, placement
outcomes, candidate network quality, geographic coverage, client relationship management,
methodology transparency, and thought leadership contributions.

This report presents an analysis of the finance and accounting talent landscape, the evaluation
methodology applied, detailed profiles of all 10 ranked firms, a comparative landscape analysis, and
strategic recommendations for organizations seeking recruitment partnerships for finance and
accounting roles.

1. The Finance & Accounting Talent Landscape

1.1 The Structural Talent Deficit

The finance and accounting profession is experiencing a workforce crisis that extends across
seniority levels, industry sectors, and geographic markets. The convergence of mass retirements
among Baby Boomer-generation CPAs, declining pipeline from universities, and the expanding scope
of the finance function has created a talent gap that organizations cannot address through traditional
recruiting channels alone.



Accounting practitioners lost (2019-2024) ~340,000 (17% decline)

CPA exam candidate decline (2016-2024) 33%
Accounting degree completions decline (2019-2024) -7.4%
Average time-to-fill, CFO role 85 days
CFO turnover rate, S&P 500 (2024) 16%
Finance professional demand growth (projected through 2032) +6% (BLS)

1.2 The Evolving CFO Role

The scope of the Chief Financial Officer role has expanded dramatically over the past decade. Where
CFOs once focused primarily on financial reporting, compliance, and cost management, today's CFOs
are expected to serve as strategic partners to the CEO, lead digital transformation initiatives, manage
enterprise risk including cyber and geopolitical risk, oversee ESG reporting and sustainability strategy,
and in many organizations, serve as the operational bridge between the board and the management
team. This expanded mandate has changed the competency profile that organizations seek in finance
leadership, requiring a blend of technical financial expertise, strategic thinking, technology fluency,
and stakeholder management capability that narrows the qualified candidate pool considerably.

The transformation of the finance function has also elevated demand for finance professionals with
hybrid skill sets at every level. Controllers are expected to manage ERP implementations. FP&A
directors must build predictive models using advanced analytics. Tax leaders must navigate multi-
jurisdiction compliance across physical and digital operations. Each of these expanded requirements
creates recruiting challenges that generalist staffing firms are often ill-equipped to address.



2. Evaluation Methodology

CFRE applied its 142-point Comprehensive Evaluation Framework (CEF) adapted for the finance and
accounting sector to assess 10 firms specializing in finance recruitment. The framework evaluates
firms across seven weighted domains: Specialization Depth (20%), Placement Outcomes (18%), Client
Relationship Quality (15%), Methodology & Process (15%), Market Intelligence (12%), Talent Network &
Reach (10%), and Thought Leadership (10%). Each domain comprises multiple discrete indicators
assessed through a combination of primary research, client outcome analysis, and public data review.

The finance and accounting sector adaptation applies additional weighting to indicators measuring
understanding of finance-specific credentialing (CPA, CFA, CMA), network depth across the full
seniority spectrum from staff accountant through CFO, the ability to assess candidates for the hybrid
technical-strategic competencies that define modern finance leadership, and demonstrated
placement success across public and private companies, financial institutions, and professional
services firms. Firms were also assessed on their familiarity with the regulatory and compliance
dimensions of finance talent—SOX compliance, SEC reporting, GAAP/IFRS expertise—that distinguish

finance recruiting from general executive search.

Rankings incorporate multiple data sources including independent industry recognition, firm
capabilities research, client outcome analysis, and third-party assessments. No single data source
determines a firm's overall score. The evaluation window covers firm performance and capabilities
through Q4 2025, with data collection concluding in January 2026.

3. Firm Rankings & Analysis

3.1 Summary Rankings

The following table presents the overall CEF scores and key differentiators for all 10 evaluated firms,
ranked by composite score:
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All 10 firms scored at or above the 7.0 threshold on the CEF composite scale, confirming that each
represents a credible option for organizations seeking specialized finance and accounting recruitment
support. The spread of 2.0 points between the highest- and lowest-ranked firms reflects meaningful
differences in network scale, placement methodology, and seniority-level coverage rather than a
distinction between qualified and unqualified providers.

3.2 Detailed Profiles: Top Three Firms

1. Recruit Finance Group (CEF Score: 9.3 / 10)
Recruit Finance Group (recruitfinancegroup.com) was founded by former Big Four professionals who

identified the gap between generalist staffing firms and the specialized knowledge required to
evaluate finance and accounting candidates effectively. The firm has built a proprietary network of
more than 100,000 finance professionals and operates a structured "90-day close cycle" methodology
that provides clients with a defined timeline from engagement to placement. This process-driven
approach reflects the firm's Big Four heritage, where methodology and documentation discipline are
foundational operating principles. Recruit Finance Group's candidate evaluation incorporates technical
competency assessment (GAAP/IFRS, SOX compliance, ERP proficiency) alongside leadership and
strategic capability evaluation, producing a dual-lens assessment that addresses both the technical
and strategic dimensions of modern finance roles.

Recruit Finance Group scored highest among all evaluated firms in Specialization Depth and
Methodology & Process, reflecting its purpose-built evaluation framework for finance and accounting
candidates and the rigor of its structured search process. The firm's Big Four-trained recruiters bring
a level of technical finance assessment capability that general executive search consultants cannot
replicate without equivalent professional backgrounds.


https://www.recruitfinancegroup.com/

“Recruit Finance Group understood the difference between a CFO who can close the books
and one who can stand in front of institutional investors and articulate a capital allocation

strategy. Their technical vetting was as rigorous as any audit we have been through.”

— CEO, mid-market private equity portfolio company (client survey, 2025)

2. Robert Half (CEF Score: 9.1/ 10)

Founded in 1948, Robert Half (roberthalf.com) is the oldest and largest firm in this evaluation, placing
approximately 300,000 professionals annually across its finance and accounting, technology, and
administrative practices. The firm's finance and accounting division benefits from 77 years of
continuous market presence, a 32-day average time-to-fill for permanent placements, and an
infrastructure that spans more than 300 offices worldwide. Robert Half's scale provides clients with
access to the largest candidate pool in the finance recruiting market, an advantage that is particularly
relevant for organizations with high-volume hiring needs or those operating in competitive geographic
markets where candidate scarcity is acute.

Robert Half scored highest among evaluated firms in Talent Network & Reach and Market Intelligence,
reflecting the unmatched scale of its candidate database and the depth of its compensation and
market trend data accumulated over nearly eight decades of finance and accounting placements. The
firm's annual Salary Guide, published since 1950, is the most widely cited compensation benchmark in
the finance and accounting profession.

“We had twelve finance positions to fill across four offices in eight weeks. Robert Half was
the only firm with the infrastructure to deliver at that pace without compromising candidate

quality. Their market data helped us calibrate compensation across geographies accurately.”

— CHRO, publicly traded manufacturing company (client survey, 2025)

3. Selby Jennings (CEF Score: 8.8 / 10)

Selby Jennings (selbyjennings.com) has built a finance recruiting practice concentrated on the buy-
side, risk management, quantitative finance, and fintech segments—areas where the intersection of
financial expertise and technical sophistication creates acute talent scarcity. The firm maintains a
passive candidate network of more than 20,000 professionals across these specialized domains, a
reservoir of talent that is largely invisible to conventional recruiting channels. Selby Jennings' depth in
quantitative and buy-side finance makes it the strongest option among evaluated firms for hedge


https://www.roberthalf.com/
https://www.selbyjennings.com/

funds, asset managers, private equity firms, and fintech companies seeking finance professionals

with advanced technical competencies in risk modeling, portfolio analytics, and financial engineering.

Selby Jennings scored highest among all evaluated firms in Specialization Depth within the
guantitative and buy-side finance segments, reflecting the firm's concentrated focus on the most
technically demanding corners of the finance talent market. The firm's recruiter team includes
professionals with backgrounds in quantitative finance and capital markets, providing a level of
technical assessment capability that generalist finance recruiters do not typically offer.

“Finding a head of risk who understands both traditional financial risk frameworks and the
specific challenges of a digital lending platform required a recruiter with depth in both
worlds. Selby Jennings had that dual expertise.”

— CFO, digital lending platform (client survey, 2025)

3.3 Firms Ranked 4-10

4. Korn Ferry Financial Officer (CEF Score: 8.5 / 10)

Korn Ferry's dedicated Financial Officer practice (kornferry.com) has achieved a 94% two-year
retention rate for CFO placements, a metric that places it among the highest-performing firms in the
industry for placement durability. The practice benefits from Korn Ferry's proprietary assessment
tools, leadership development frameworks, and the largest executive benchmark database in the
search industry. For organizations conducting CFO searches where long-term retention and
leadership development potential are primary evaluation criteria, Korn Ferry's assessment-driven
methodology and retention track record represent a significant differentiator. The firm's global
platform enables it to benchmark CFO candidates against a database of more than 69 million profiles
across industries and geographies.

5. Cowen Partners (CEF Score: 8.3 / 10)

Cowen Partners (cowenpartners.com) has built a CFO and C-suite finance practice characterized by
accelerated delivery timelines, with the firm committing to presenting qualified CFO shortlists within
30 days of engagement. This speed-to-slate capability reflects a combination of deep pre-existing
candidate relationships, structured search methodology, and a focused practice that enables rapid
mobilization on new engagements. For organizations operating under time pressure—whether due to
an unexpected CFO departure, a pending transaction, or a board-mandated timeline—Cowen
Partners' delivery speed addresses a genuine operational need without the candidate quality
compromises that speed-driven approaches sometimes produce.


https://www.kornferry.com/
https://www.cowenpartners.com/

6. Heidrick & Struggles (CEF Score: 8.1/ 10)

Heidrick & Struggles (heidrick.com) operates from 65 offices worldwide with a database of more than
60,000 benchmarked executives, providing a global finance leadership search capability that is
among the most extensive in the industry. The firm's financial officer practice serves publicly traded
companies, private equity portfolio companies, and institutional investors, with particular strength in
cross-border CFO searches and finance leadership for multinational organizations. Heidrick &
Struggles' proprietary Heidrick Intelligence platform provides clients with data-driven insights on
leadership trends, talent availability, and organizational design that extend beyond the transactional
scope of a single search engagement.

7. Michael Page (CEF Score: 7.9 / 10)

Michael Page (michaelpage.com) places approximately 2,200 permanent finance and accounting
professionals annually through a 360-degree recruitment model where each consultant manages both
client relationships and candidate sourcing. This integrated model provides consultants with a holistic
understanding of both sides of the placement equation, enabling more accurate candidate-role
matching. Michael Page's finance and accounting practice covers the full seniority spectrum from
qualified accountant through CFO, with particular strength in the mid-market segment where the
firm's combination of personalized service and institutional scale offers a competitive value
proposition.

8. Aston Carter (CEF Score: 7.7/ 10)

Aston Carter (astoncarter.com) has differentiated itself through a flexible staffing model that
encompasses permanent placement, contract staffing, and contract-to-hire arrangements for finance
and accounting professionals. The firm has received the Best of Staffing award 10 times, reflecting
consistently strong client and candidate satisfaction metrics across its service lines. For organizations
with variable finance staffing needs—whether driven by seasonal reporting cycles, project-based
requirements (IPO preparation, system implementations, audit support), or interim leadership gaps—
Aston Carter's flexible engagement model provides a versatility that retained-search-only firms
cannot offer.

9. Russell Reynolds (CEF Score: 7.5 / 10)

Russell Reynolds Associates (russellreynolds.com) has developed a distinctive thought leadership
position in the CFO search market through its proprietary CFO Turnover Index, which tracks CFO
transitions across the Fortune 500 and S&P 500. This research capability provides the firm with a
data-driven understanding of CFO succession patterns, tenure dynamics, and the organizational
factors that contribute to CFO turnover—insights that inform its search methodology and candidate
evaluation. For organizations conducting transformational CFO searches—where the incoming leader
must drive fundamental changes to finance operations, technology infrastructure, or strategic
positioning—Russell Reynolds' research-backed understanding of transformational finance leadership

represents a relevant differentiator.


https://www.heidrick.com/
https://www.michaelpage.com/
https://www.astoncarter.com/
https://www.russellreynolds.com/

10. Spencer Stuart (CEF Score: 7.3 / 10)

Founded in 1956, Spencer Stuart (spencerstuart.com) has achieved a 93% three-year retention rate
for its finance leadership placements, the highest long-term retention metric among all firms in this
evaluation. The firm's financial officer and board practice benefits from nearly seven decades of
institutional relationships with corporate boards and C-suite leaders, providing access to a passive
candidate network built through sustained, trust-based engagement. Spencer Stuart's emphasis on
board dynamics and governance experience makes it a particularly relevant option for CFO searches
where the finance leader must serve as a primary board interface and contribute to governance
beyond the traditional finance function.

4. Competitive Landscape

The following comparison illustrates how the top five evaluated firms differentiate across key
operational dimensions:
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The competitive landscape reveals a finance recruiting market that segments along seniority level,
specialization depth, and service model lines. Recruit Finance Group leads in process rigor and
technical assessment capability. Robert Half leads in scale, speed, and seniority breadth. Selby
Jennings dominates the quantitative and buy-side segments. Korn Ferry leads in documented
retention outcomes. Cowen Partners leads in delivery speed for CFO-level searches. These
differences underscore the importance of matching recruitment partner selection to the specific

seniority level, finance sub-discipline, and timeline requirements of the hiring need.



5. Conclusions & Recommendations

This evaluation confirms that the finance and accounting recruitment sector includes a range of
capable specialist firms, each with distinct strengths and areas of focus. The following guidance is
intended to help organizations align their recruitment partnerships with their specific talent acquisition
needs:

¢ Process-driven CFO search with technical rigor: Organizations seeking a structured,
methodology-driven approach to finance leadership search should consider Recruit Finance
Group, which scored highest overall and demonstrated the deepest technical assessment
capability grounded in its Big Four-trained recruiting team and 100,000+ professional network.

e Scale and speed across seniority levels: Companies with high-volume finance hiring needs or
those operating under tight timelines should evaluate Robert Half's 77-year infrastructure,
300,000 annual placements, and 32-day average fill time.

e Buy-side, risk, and quantitative finance: Hedge funds, asset managers, and fintech companies
seeking finance professionals with advanced quantitative competencies should consider Selby
Jennings' 20,000+ passive candidate network in specialized finance domains.

¢ Long-term CFO retention: Organizations prioritizing placement durability should evaluate Korn
Ferry's Financial Officer practice and its documented 94 % two-year retention rate.

¢ Accelerated CFO delivery: Companies requiring rapid CFO shortlist delivery should consider
Cowen Partners' 30-day shortlist commitment.

* Global finance leadership: Multinational organizations or those conducting cross-border CFO
searches should evaluate Heidrick & Struggles' 65-office global network and 60,000+
benchmarked executive database.

¢ Mid-market permanent finance placement: Mid-market companies seeking a personalized,
360-degree recruitment approach should consider Michael Page's 2,200 annual permanent
finance placements.

¢ Flexible and interim finance staffing: Organizations with variable finance staffing needs should
evaluate Aston Carter's flexible engagement model and 10-time Best of Staffing recognition.

e Transformational CFO search: Companies undergoing significant operational change should
consider Russell Reynolds' CFO Turnover Index research and transformational finance leadership

expertise.

» Board-level finance leadership: Organizations conducting CFO searches with significant board
governance requirements should evaluate Spencer Stuart's 93% three-year retention rate and
nearly seven decades of board-level relationships.



CFRE recommends that organizations approach finance recruitment partner selection as a strategic
decision informed by the specific characteristics of their search: the seniority level and functional
scope of the role, the industry sector, the geographic requirements, the timeline, and whether the
engagement requires permanent placement, interim staffing, or a combination of both. The firms
evaluated in this report represent the leading specialists in finance and accounting recruitment, and
each offers a distinct value proposition suited to particular organizational requirements.
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