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As the economy ramps up, companies are facing a shortage of prospective 
employees.  This whitepaper, which is the second in a two-part series, covers 5 
more tips and strategies to help improve your success in attracting and hiring 
qualified candidates for your company.

List your job on job boards
Companies looking to hire are increasingly turning to online job boards such as Monster.com and 
Indeed.com for employees and Upwork for freelancers. These sites offer a cost-effective way to instantly 
get your job opening in front of a large audience of potential employees.

Most online job sites offer the opportunity to purchase a sponsored job listing. These listings typically 
are given more prominent placement or other benefits to get them in front of more candidates.  Often, 
sponsored listings will stay at the top of the search listings for a longer period of time, or proactively 
match the listing to qualified candidates.  

Offer Signing Bonuses
In a growing economy with a tight labor market, one tool employers can use to hire candidates is a 
signing bonus.  This can be very effective, especially if the candidate may be forfeiting an upcoming 
bonus from their current employer.  Also, a signing bonus is a one-time expense and typically less costly 
than starting an employee at a higher compensation level.
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Utilize Social Media
More and more companies are using social media to connect with potential employees. 

Linkedin is a great tool for identifying and connecting with candidates and Linkedin Recruiter is a 
solution to consider.  Consider joining Linkedin Groups that are focused on your industry or specific 
career fields.  They not only help you identify potential candidates but you can also gain insight 
based on their participation and comments in the group.  In addition to Linkedin, be sure to leverage 
Facebook Groups too.

Consider video when posting to social media.  Create short clips such as employees talking about 
your mission and culture, a tour of your office, a description of a job opening, or a day in the life at 
your company.  You can post videos on Linkedin, Twitter, Facebook, Youtube, Instagram, and TikTok. 
Don’t worry about creating professional videos - quite often, unpolished videos are more authentic 
and engaging with candidates.

When choosing which social media platforms to use, consider demographics.  For example, Twitter 
may be great for connecting with millennials, Linkedin for professionals, and TikTok and Instagram 
for recent graduates. 

Finally, when utilizing social media, get all employees involved.  Postings from individuals can be 
more powerful than postings from a corporate account.  Plus, by encouraging employees to post on 
their individual accounts, you broaden the overall audience and cast a wider net.

Consider Using a Third-Party Recruiter
While using a third-party recruiter is typically more expensive than other hiring options, a recruiter 
offers many benefits. 

Recruiters typically specialize in specific fields and have already built a deep pool of qualified 
candidates.  

Since recruiters talk with candidates and hiring managers each and every day, they have their finger 
on the pulse of the market and can guide an offer that would be compelling to a candidate.
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Recruiters have the experience to navigate the hiring process and best address challenges such as 
counter-offers.

Recruiters provide a veil of secrecy in the hiring process and are able to recruit directly out of 
competing firms.   

Recruiters typically charge a retainer with a bonus or a percentage of the employee’s first-year 
compensation.  Using a recruiter may be the most expensive route, but they are typically very 
effective at finding the right candidates in a short amount of time.

Present a Great Offer
When making an offer to a candidate, it’s important to communicate the total value of the offer.  All 
too often companies will extend an offer that quantifies direct cash compensation, but then just lists 
additional benefits such as health insurance, 401k, parking, training, or extra time off without any 
value attached.  This leaves the candidate focused on the cash compensation number when in reality 
your offer may be much greater.  

When developing your offer letter, quantify the value of the benefits being provided in addition to 
cash compensation.  This not only helps the candidate understand the full value of the offer, but will 
help if they are considering multiple job offers.
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Final Thoughts

This concludes part two of Recruiting Strategies for Hiring in 

a Tight Labor Market. We hope these tips and strategies are 

helpful in your efforts to recruit and hire top talent for your 

company.  If we can be of any assistance, please feel free to 

contact our office.
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About Johnson & Sheldon, PLLC
Johnson & Sheldon, PLLC is professional corporation that has established itself as one of the leading, 
aggressive accounting and consulting firms in the Panhandle Region of Texas. Our clients have been 
relying on the experience and guidance of our partners, Terry Sheldon , Richard Blankenship and 
Jeff Joyce for over 30 years. Located in Amarillo, Johnson & Sheldon’s client base consists of small 
to medium size mostly privately-owned business and organizations. J&S is a member of the RSM 
US Alliance, the nation’s fastest growing association of independent accounting firms. Through our 
affiliation with this network, Johnson & Sheldon, PLLC can offer the pooled expertise and resources of 
the RSM US Alliance, as well as other network members.

Amarillo Location
500 S Taylor St., Suite 200
Amarillo, TX  79101
(806) 371-7661

info@amacpas.com

www.amacpas.com

Hereford Location
119 E 4th St.
Hereford, TX  79045
(806) 364-4686

Pampa Location
420 Florida St.
Pampa, TX  79065
(806) 665-8429


