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Chapter 1

INTRODUCTION

Many accounting students view public accounting
employment with an international accounting firm as a
valnable professional experience. Some of these students
consider the in-house training offered by international
firms to be superior to that available at many regional and
local accounting firms. Many of these students are of the
opinion that an exposure to the variety and the magnitude of
operaticns of the international clientele is, in itself, an
educational experience v¥ithout equal.

While some accounting students are desirous of employment
with an international firm because of its financial rewards,
many are interested in the psychological rewards as well.
These latter rewards include such things as the enjoyment
and the prestige of employment with an international firm
or, perhaps, the opportunity for service to the accounting
profession ultimately at the national and the international
level.

Other accounting students are attracted to employment

with an international firm because of the continuing demarnd



for qualified, entry-1level perscnnel.! They view this demand
as an indication of job security and mobility in a period of
time when unemployment is a national problem. Some of these
students seek this experience with the understanding that,
if the employment does not prove to be mutually satisfying
to them and their firm, they will be able to <change
employment rather easily. The conventional wisdom is that
it is easier to go from a 1large public accounting firm to a
smaller public accounting firm or industry than vice versa.

Whatever the reasons, many accounting students actively
seek employment with the international public accounting
firms.

This chapter discusses the nature of the problem of
seeking employment with an international <firnm, the
objectives of the study at hand, the hypotheses to be
tested, the research methodology, the justification,

limitations, and the plan of the study.

1 James H. MacNeill and Mary Mcinnes, The Supply of
Accounting Graduates and the Demand for Public Accounting
Recruits: 13979, American Institute of Certified Public
Accountants (New York: 1979), p. 21.

-2 -



NATURE OF THE PROBLEM

Several relationships come into play as accounting
students engage in the pursuit of employment with an
international accounting firm. The typical relationships

are shown in Figure 1.

o e i e g S, gt S i S o s it (i T

RECOMMENDATICON

Pigure 1: 1Interview Relationships

e e " o e - o o

The Paculty's Perspective

Students occasionally ask accounting faculty members for
information and advice pertaining to employment with the

international firms. Frequently the gquestions center on



what these public accounting firms are 1looking for 1in
entry-level employees. That is, faculty members are asked
to identify the characteristics which are viewed by the
recruiters for international accounting firms to be
important, if not the most important, when coasidering
undergraduate accounting students,

Similarly, recruiters request opinions from the faculty
concerning students, even to the point of specific
recommendations. Faculty members can offer only
reconmmendations or information that is general in nature in
many cases. The responses by faculty members may be based
on their observations and outdated experiences from personal
accounting and/or educational tackgrounds which may not be
relevant in a changing employment market.

A certain amount of generalization by faculty is regquired
because the questions themselves are usually general in
nature and the time devoted to advising students and
conferring with recruiters is necessarily limited. TIf there
were a research effort designed to explore this area,
accounting faculty members would be able to offer better,

more-timely advice to students and recruiters.

The Recruiter's Perspective
Each of the intermnational accounting firms desires
basically similar characteristics and qualifications in new

employees, and each firm follows similar approaches to



attract qualified entry-level applicants. The decision to
consider further a particular applicant generally rests with
the individual campus recruiter representing his accounting
firm. The recruiter is interested in making a decision
which is best for his firm.

No one can anticipate perfectly what a recruiter will
decide 1in all cases since the decision process 1is an
individual matter. It is always possible for recruiters
from different accounting firms to reach opposite decisions
involving the same applicant. It is always possible that an
individual recruiter might offer employment to an average
entry-level applicant when his firm is experiencing a period
of growth, and demand for néw professional staff is strong.
Under different circumstances, the same recruiter might
choose not to offer employment to the same applicant, if for
example overhiring had occurred 1in a previous period.
Conversely, some firms may choose to hire an exceptionally
qualified applicant whether or not a current need exists in
the firm.

All accounting firms compete with one another to employ
in excess of one-fourth of all undergraduate accounting
students.2 Accounting firms spend a great deal of time and

money in their efforts to attract qualified applicants.3

2 MacNeill and McInnes, Supply of Accounting Graduates. pp.
20-21.

3 For example, Robert Pivik, the ©National Partner for
Firmwide Planning and Development with Deloitte Haskins &
Sells, stated, "Recruiting 1is costly in terms of tinme,

- 5 -



While these costly recruiting efforts seem necessary, a
study in this area might serve as a fundamental reference
for those firms that wish to reduce the qualitative aspect,

and thus the cost, of professional staff selection.

The Student's Perspective

The student faces the ultimate problem. It is the
student who must actively seek employment with an
international accounting firm. It is the student who must
show evidence of possessing the qualities and qualifications
that the accounting firms seek. Furthermore, it 1is the
student who is inherently interested in improving his
chances of employment by enhancing and emphasizing those
attributes which are considered most important by the
international firms.

As in the case of the accounting faculty, many accounting

students are aware that there is general agreement as to the

usual factors considered important by the accounting
profession, and the international accounting firms in
particular. However, there has been no definitive study

which statistically identified and tested the relative

importance of these factors. Such a study could serve as a

effort, and out-of-pocket expenses. Last year (1977) when
ve hired a little over 1,000 we calculated that oar
recruiting costs were about 3.5 million dollars. This
year (1978) it will probably be 4 million." (From Profiles
of Public Accounting Firm Careers, edited by Richard J.
Murdock (College of Administrative Science: The Ohio State
UOniversity, 1978), p. 2.)




basis for advisory conferences between faculty and students
concerning entry into the accounting profession,
specifically with international firms. The results of éuch
a study could be used by a student as a benchmark against
vhich he might compare his personal gqualifications and
characteristics if he is considering employment with an

international accounting firn.

OBJECTIVES OF THE STUDY

2 ——— o mm——

The overall objective of the study is to identify, by
empirical investigation, the specific measures of the
personal characteristics and gqualifications of accounting
students which have a statistically significant effect on
employrmrent offers fron international accounting firms.
There is an implicit assumption involved here which states
that there exists a general group of characteristics which
are weighed during the recruvitment process. While the
objective of this study is mnot merely to identify the
inventory of characteristics involved, the results should
substantiate the results of other surveys4 and verify the
opinions of accounting students and public accountants who
are 1interested in the recruiting for the international

firms.

4+ See, for example, Lloyd Seaton, Jr., and Jackson A. White,
"Recruiting Practices of CPA Firms," The Journal of
Accountancy, Volume 135, Number 5 (May, 1973), pp. 86-7.

-7 -



More specifically, the objectives of the study are to

answer

The

the following questions, among others:

What were the specific measurements of
characteristics of accounting students which had a
statistically significant effect on employment offers
from international accounting firms?

Ras there a significant difference in the
characteristics of male and female students who
received employment offers from the intermnational
accounting firms? If so, what were the differences?

Was there a significant difference in the
characteristics of male students who were and who
were not offered employment by the international
accounting firms? If so, what were the differences?

Was there a significant difference in the
characteristics of female students who were and who
were not offered employment by the international
accounting firms? If so, what were the differences?

Was there a significant difference in the
characteristics of Caucasian and non-Caucasian
students who wvere offered employment by the
international accounting firms? If so, what were the
differences?

What characteristics of the students who were offered
employment by the international accounting firms were
the most important predictors of the salary offered
commensurate with the employment?

Was there a significant difference in the reasoans,
given by students who were and who were not offered
employment by the international accounting firms,
regarding the selection of accounting as a career?
If so, what were the reasons that differed?

Was there an inordinate number of male versus female
students who received employment offers from the
international accounting firms? That is, did there
appear to be discrimination or reverse discrimination
in the number of female students recruited based on
this study?

study should be useful in the future in several ways:



1. To serve as a basis of faculty consultation and
advice for students who wish to procure employment
with international accounting firms;

2. To serve as a standard for self-evaluation by
students in their consideration of employment with
international accounting firms; and

3. To serve as a rudimentary guide for accounting fircms

that wish to reduce the qualitative facet of
professional staff selection.

The study also develops a profile of the characteristics
and qualifications of a typical accounting student who is
successful in the attempt to receive an employment offer
from an international accounting firm. This profile should

provide answers to the following questions, among others:

1. How do these students view their ability to
communicate?

2. How do these students view their ability to handle
interviews?

3. How do these students view their participation in the
interview process related to the number of questions
or conments they initiated during the interview?

4. Did these students attempt to put the interviewer "on
the spot" with intense guestioans?

5. How do these students view their willingness to
travel?

6. On the average, how many campus interviews with the
international accounting firms were arranged?

7. How many office visits were granted on the average?
8. %as the recruiter perceived as having a "bad day?"

9. Did the recruiter ask what the student felt were
"unfair" questions?



HYPOTHESES TO BE TESTED

ty

The general hypothesis to Le tested by this study is that
there exists an inventory of personal qualifications /and
characteristics which are weighed and considered by
recruiters for international accounting firms in the
interviewing process with undergraduate accounting students
seeking entry-level professional positions. These
qualifications and characteristics may have varied appeal to
different recruiters, and certain of these gualifications
and characteristics may take on added or reduced
significance in view of the totality of the qualities of a
particular applicant. It is within this framework that this
study was undertaken to determine if any of these
qualifications and characteristics were statistically
significant, so as to represent a general constraint that
should be recognized and considered by students who are
interested in employment with an international accounting
firm.

The hypotheses to be tested in this study are stated

below:

1. There 1is no difference in the characteristics of
undergraduate accounting students who are offered
entry-level employment by international accounting
firms and those who are not offered employment.

2. There is no difference in the characteristics of male
and female undergraduate accounting students who are
offered entry-level employment by international
accounting firms.



3. There is no difference in the characteristics of male
undergraduate accounting students who are offered
entry-level employment by international accounting
firms and male undergraduate accounting students who
are not.

4. There is no difference in the characteristics of the
female undergraduate accounting students who are
offered entry-level employment by international
accounting firms and female undergraduate students
who are not. :

5. There is no difference 1in the characteristics of
Caucasian and non-Caucasian undergraduate accounting
students who are offered entry-level employment by
international accounting firums.

6. There is no linear functional relationship between
the salary offer and the employment variables (i.e.,
personal characteristics and qualifications) of
accounting students.

7. The reasons for selecting accounting as a career are
independent of wvhether or not undergraduate
accounting students are successful in receiving an
entry-level offer from an international accouating
firm.

8. The populations represented by the females and males
in this study are homogeneous with respect to offers
of employment (and hence non-offers) made by the
international accounting firms.

RESEARCH METHGODOLOGY

To determine an inventory of the gemeral characteristics
of accounting students which are considered by the
recruiters for the international firams, surveys of the
recruitment personnel in the local offices of the firms were
conducted. These characteristics were further substantiated
by comparison to other studies and by the examination of
recent recruitment files maintained in the local office of

one of the international firms. Surrogates for some of the



qualitative characteristics were determined through
discussion with recruitment personnel for the international
accounting firms.

The studentsS to be included in the survey came from a
group of eight wuniversities selected on the basis of their
emphasis on preparation for public accounting careers and
their geographical 1location. These eight were a judgment
sample chosen to provide a homogeneous group of students.
Robert Kavner, General Services Partner in the. New York
office of Coopers & Lybrandg, suggested that offices 1in
different areas are unique. He stated that "offices have
different complexions. Our Omaha office has a very
different kind of environment than the New York ofiice
environment. "6 Different environments suggested that
different characteristics are required of the recruits in
various areas; therefore, the study was limited to one
geographical area. The assumption was that the
characteristics sought in potential employees for offices in
one area would be similar. The study was conducted on this
basis; however, the assumption is merely a limiting factor
for the study. Opinions and facts to the <contrary would

tend to add to the external validity of the present study.

S These students refer to undergraduate students obtaining a
bachelor's degree with a major 1in accounting who are
seeking an entry-level emplcyment position with an
international accounting firwm.

é¢ Richard J. Murdock, ed., Profiles of Public Accounting
Firm Careers (College of Administrative Science: The Ohio

e e e s

State University, 1978), p. 4.
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Students at the universities mentioned were voluntarily
enlisted by representatives of Beta Alpha Psi to complete a
survey instrument which was designed to capture the general
characteristics and surrogates previously identified. The
students selected had all interviewed with the international
firms? during the 1979-1980 school year.

The necessary sample data were randomly divided into two
groups of eqtal size. One of these groups, the analysis
sample,8 was used to develop the discriminant function for
research hypothesis 1. That is, discriminant analysis was
performed on the analysis sample to determine the model
which shows the relative importance among the measures of
the various characteristics of the analysis sample. The
predictive power of the model was them tested on the
remaining group, the holdount sample.® This techniéue of
validating the function is known as the split-sample or
cross validation method.1!9 Discriminant analysis, multiple
regression, and the chi-square tests for independence and

homogeneity were performed to test the remaining research

? These firms are the Big Eight accounting firas
headquartered 1in the United States, including Arthur
Andersen & Co.; Arthur Young & Company; Coopers & Lybrand;
Deloitte Haskins & Sells; Ernst & Whinney; Peat, Marwvick,
Mitchell & Co.; Price Waterhouse; and Touche Ross & Co.

8 Joseph F. Hair, Jr., et al., Multivariate Data Analysis:

With Readings, (Tulsa, Oklahoma: Petroleum Publishing Co.,
1979) ; p. 94.

® Ibid.

10 Ibid.



hypotheses.
Additional detailed discussion of the research
methodology appears in Chapter 3 and Appendix C of the

paper.

JUSTIFICATIOR OF TH TODY

This study was undertaken in the belief that the results
will be wuseful to the public accounting profession in
general and to the accounting students who in particular
serve as the continuing 1life support of the profession’'s
numerous segments. Accounting students who seek employment
with the international firms are necessarily in competition
for a limited number of entry-level positioans. Théy need to
be aware of the attributes which will be used to
discriminate among them for the available positions.

The results of this study should be beneficial to many
accounting students. Once a student 1is cognizant of the
many qualities and qualifications noted in this study, he
can make one of several judgments. If he possesses all of
the general attributes, he can concentrate on improving
those characteristics which are relatively more important
than the others. If a student 1is able to improve the
characteristics found to be more important, he should have a
competitive edge over students who possess only the general

attributes.



If a student possesses some of the general attributes,
but not all, he can improve those which will perhaps place
him in a marginal position for employment with an
international firm, This may be possible if the student is
in the sophomore or junior year and has sufficient time and
motivation to improve his chances of acquiriang tkhe désired
employment.

This study should also be beneficial to those students
wvho do not possess the general attributes needed for
employment with an international firmn. Once a student
recognizes that his chances of obtaining employment with an
international firm are somewhat remote, he can redirect his
attention toward other areas of employment within the
accounting profession. It is hoped that students may find
personally suitable employment and have a more enjoyable
accounting career as a result of this study, without the
disappointment of rejection when striving toward an
inappropriate goal.

A major justification for this study results from a
series of panel presentations at The Ohio State Oniversity
in the 1977-1978 school year. This series of programs was
given by the Omicron Chapter of Beta Alpha Psi.
Representatives of seven of the eight international
accounting firms and one of the largest national firms were
presented with a standard set of questions which covered all

facets of working for a large firm. In a series of



questions which generally fell into twenty-two areas, the
second question was “Of those extended job offers, how do
they differ from those not extended Jjob offers?"il That
gquestion states precisely what this study attempts to

answver.

LIMITATIONS OF THE STOUDY

There are certain limitations of the study involving the
selection of students and universities to be included.  The
ability to generalize from this study is 1limited to the
students and universities included 1in the survey, thus
reducing external validity. The students and universities
included may not be representative of all students and
universities. The inclusion of students from the eight
universities in this study was a decision made to provide
what is thought to be a representative and homogeneous
sample. Chapter 3 discusses the inherent problems involved
in this study as they relate to gaining a random sample of
the accounting students surveyed. The division of the
responses into analysis and holdout samples was accomplished
to counteract the lack of analysis based on a random sample.

The students who responded did so on a voluntary and
confidential basis. Some students may have chosen not to
respond to the suarvey because they received no offer of

employment from an intermational firm. Hence, potential

11 Richard J. Murdock, ed., Profiles of Public Accounting
Careers, p. 3.



non-response bias is a limitation of this study.

Another limitation of this study is that all variables
that may have an impact on the discrimination between
students in the recruitment process by the international

firms cannot be identified in and captured by a survey

instrument. Furthermore, statistical tests can show only
associations between variables, not a cause and effect
relationship.

The selection of students for this study was limited to
accounting students and post-kaccalaureate students who were
pursuing an undergraduate degree in accounting. Students
seeking master's degrees vwere considered beyond the scope of
this initial study.

Employment was limited in this study to mean entry-level
employment in the United States as offered by international
accounting firms to include the areas of auditing, tax,
management services, and the like. Thus, the typical
circumstance was studied: the first employment opportunity

for a student attempting to obtain an employment offer from

one of the international accounting firas following
graduationr with an undergraduate accounting degree. A less
typical situation was also considered, that of a student

acquiring a second undergraduate degree (accounting) who was
seeking the first employment opportunity with an

international accounting firm.



PLAN OF THE STUDY

— ————

Chapter 2 presents a discussion of the general
interviewing process between the international accounting
firms and the senior-level accounting students. . Also
presented is a discussion of the characteristics selected
for inclusioﬁ in the study along with the results contained
in related studies.

The third chapter contains an in-depth discussion of the
research methodology for the study. More detail omn the
sample selection, population identification, and the data
collection process is presented along with discussion of
the statistical tests used in the thesis. The various
hypotheses being tested are delineated in detail.

A presentation and analyses of the findings for each
hypothesis are offered in Chapter 4. Other findings of a
more general nature are presented in Chapter 4, also.

Chapter 5 contains the summary, conclusioas,
implications, and recommendations of this study, along with

suggestions for further research.



Chapter 2

THE CHARACTERISTICS UNDER REVIEW

The most critical link in the chain of events leading up
to the actual offer of employment by an international
accounting firm may well be the interviewing process.
During the interview, the applicant for employment must show
evidence of possessing the characteristics which generally
are considered important.

This chapter presents an overview of the interviewing
process, a review of the 1literature regarding similar
studies in accounting and other areas of employment, a
discussion of the selection of the characteristics which
vere included in the survey, and finally a review of the
gquestionnaire used to capture the measurement of the

characteristics chosen.

THE INTERVIEWING PROCESS

The procedure for interviewing with many public
accounting firms, regardless of size, is similar. It
consists of two distinct steps: the campus interview and
the office visit. Figure 2 1illustrates a flowchart

representation of the campus interview and its potential



conclusions. The discussion which follows relates primarily
to the interviewing process conducted by the intermational

accounting firms.

CAMPUS

CANDIDATE
P INTERVIEW

RESUME

CANDIDATE
EVALUATION
FORM

INVITE

LETTER OF
REFUSAL

LETTER OF
REFERRAL

CURRENT
NEEDS
DATA

LETTER OF
INVITATION

END CURRENT
ONSIDERATION

ONSIDERATION ONSIDERATIO

LETTER OF
INVITATION

LETTER OF
REFUSAL

END
ONSIDERATION

Figure 2: The Campus Interview

END CURRENT
CONSIDERATIO

o T Gt R e Y oy T e D was D i T oy S agm o aghd D ey W ety T o S gy St = B —-—.—-..-—__.—-—-—-1
e St e e e et e e Gee e G B s G e SR Ee S pupe T Ghen G e T cmad R cmn T G S e U G GEn Gme S g e mn e ol




The Campus Interview

The interview held on the campus is usually arranged by
the accounting firm in conjunction with the university's
placement service or the department/school of accounting.
Accounting students register for an interview at an
available time on a first-come, first-serve basis.

The representative of the accounting firm is normally a
member of the management teanm, either a manager or partner
of the firm. Many of the campus recruiters receive training
in interviewing techniques from their firms,!?2 and some
firms allow experienced personnel to accompany new members
of the interview team while new personnel develop their
interviewing skills on the job.

The campus interview consists of a limited time, one-half
hour typically, devoted to general discussion and a series
of questions and answers between the applicant and the
recruiter. The applicant provides some type Oof resume OrC
campus placement service registration sheet for the
recruiter to peruse, usually in advance of the interview.

The recruiter has available a printed form, designed and
provided by the firm, for the purpose of recording relevant
data and reactions to the student. As a common courtesy to
the student, this candidate evaluation form is not generaliy

completed in his presence. Thus, the student is not forced

12 Por example, Coopers & Lybrand and Ernst & Whinney
require that all recruitment personnel attend their
respective three-day seminars devoted to an intensive
study of effective interview techniques.
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to feel he is being judged and appraised.

Candidate evaluation forms are important for two reasons.
To the recruiter, they provide an opportunity to record
relevant information about the <candidate for employment.
For purposes of this study, thke candidate evaluation form
serves as a source of qualities and qualifications initially
revieved on canmpus. These factors are the initial hurdle
which the student must bridge in the interviewing process.
These factors act as the first minimum constraint in many
cases.

The candidate evaluation fcrm of one of the intermational
firms is particularly noteworthy in that it provides
guidance to the interviewer 1in his attempt to achieve an
effective interview. Following are points which this

candidate evaluation form recommends:

1. It suggests that the recruiter review the applicant's
resume before the interview in order to identify
items requiring clarification, and to note items of

significance related to the applicant's career
interests for follow-up discussion during the
interview. A good reason for this procedure 1is to
demonstrate knowledge of and interest in the

candidate, both of which should help put the
candidate at ease.

2. This candidate evaluation form also recoammends that

the 1interviewer explain the structure of the
interview, especially as it 1involves giving the
applicant an opportunity to ask questions.. The
interviewer is reminded to note first impressions of
personal appearance, verbal expression, and

self-confidence.
3. This form further recommends that the recruiter open

the interview with general questions in the areas of
education, <campus activities, vork experience and
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interests. The recruiter is reminded to appraise the
organization of thoughts by the applicant, his verbal
expression,’ the significance of prior work
experience, work attitudes and goals, leadership
ability, and, again, the self-confidence of the
applicant.

4. As part of the general discussion, the interviever
should clarify any points not fully covered by the
applicant including the tentative area of employment
interest and the ability of the applicant. The
candidate evaluation form exhorts the interviewer to
answer specific questicns offered by the applicant
realistically, being careful not to Yoversell."

5. In the latter part of the interview, the form reminds
the recruiter to formulate an overall judgment of the
applicant's potential for employment with the firm,
to include an assessment of the applicant's knowledge
of his area of employment interest, the significance
of questions asked, and the degree of interest in the
particular international accounting firm conducting
the interview.

6. The final suggestion on this candidate evaluation
form is that the recruiter should inform the
applicant as to what will next happen to his
application. In this way, no doubt or

misunderstanding as to the next step in the
enployment process should exist for either person.

A general discussion of the information recorded on many
of the <candidate evaluation forams is rpresented in a
subsequent section entitled "Literature Relating to

Characteristics for Study."

The Office Visit

If an applicant is judged by the campus interviewer to
exceed the minimum qualifications, or if a marginal
applicant 1is available when the manpower needs for a

particular firm have not been conpletely filled, the



candidate 1is sent a letter of invitation for an office
intervievw.

The visit to the local office of the international
accounting firm is arranged at a mutually convenient time
for the applicant and the interested professional staff of
the firm. The applicant spends several hours at the local
office during which time he meets other members of the
professional team, perhaps three or four of whom have
responsibility to evaluate his potential.

In some cases, the main purpose of the office visit is to
allow the candidate an opportunity to meet more of the
professional staff so that he and the recruiting £irm can
judge how well he might fit in the firnm. The office visit
allows the recruiting firm to explore more fully the campus
impression of the personal and professional growth potential
of the applicant.

When questioned as to whether or not they attempt to
observe any particular characteristic of the candidate
during the office visit other than what was noted during the
campus interview, most recruitment personnel answered
negatively. One local office administers the American
Institute of Certified Public Accountants' Orientation Test.
The purpose of +this test is to measure the applicant's
reading comprehension, business vocabulary, and quantitative
skills. In general, however, the firms are satisfied with

the information gathered during the campus interview alone



and they use the office visit for reassessment of their
initial impressions.

¥hen the office visit is concluded, the professional
staff members again complete candidate evaluation forms.
The partner or manager in charge of recruitment reviews the
completed forms, calls a conference of those who evaluated
the candidate if needed, and reaches a decision regarding
the candidate. Employment offers are extended to those who

are judged to be the most outstanding.

LITERATURE RELATING TO CHARACTERISTICS FOR STUDY

The determination of the characteristics for inclusion in
this study was the fulcrum upcn which the study rests. Much
attention was given to the selection of the characteristics
to be surveyed and the design of the survey instrument used
to capture measurements of the characteristics.

The discussion which follows is a review of the recent
surveys concerning the identification of characteristics
considered important in achieving employment. The surveys
represent viewpoints from relevant sources, including
business firas, financial ianstitutions, students, and
accounting firms of all sizes. This discussion is followed
by a listing of the characteristics selected for inclusion
in the study and the method used to attempt to capture

measurements of these characteristics.



Business Viewpoint

— e

A recent survey!3 seeking information about the factors
involved in obtaining emplcyment was made of businesses,
government agencies (state and federal), industry
associations, and financial institutions across the nation.
One aspect of this survey by Blitstein asked the respondents
to rank the importance of certain factors needed for a
business student to obtain employment in general. Table 1
shows the factors and the responses.

As shown in the first column, skill in oral communication
is by far the most important factor. Overall, the factors
appear to be important in the following order of decreasing
rank: (1) oral communication skills, (2) personality, (3)
poise, (4) written communication skills, (5) appearance, and
(6) grade-point average. Recommendations, social graces,
and school attended seem to have the least effect oun success
in obtaining employment.

Blitstein ventured that the relatively low ranking of
grade—-pcint average may be due, in part, to grade inflation.
While this may be +true in the general business area,
grade-point average may retain more significance in the

accounting employment area.

13 Allen Blitstein, "What Employers Are Seeking in Business
Graduates," The Collegiate Forum (Dow Jones & Coampany,
Inc.: Winter 1980/81), p. 7.
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TABLE 1

Pactors in Obtaining Employment

PER CENT OF RESPONSES

VERY NOT

FACTOR IMPORTANT IMPORTANT IMPORTANT
Oral Communication

Skillse « « « « . 69.0 30.0 1.0
Personality. . . . . . 44.1 51.6 4.3
POiS@e o « o o o « « « U2.9 57.1 0.0
Written Communication

Skillse « « « « o 38.3 52.2 9.5
Appearance . . « « « o 37.9 - 56.9 5.2
Grade-Point Average. . 23.7 64.5 11.8
Social Graces. . .« . = 6.8 64.0 29.2
School Attended. . . . 1.1 51.6 47.3
Recommendations. . . . 16.9 52.8 30.3

Source: Allen Blitstein, "What Employers Are Seeking
in Busiress Graduates,”™ The Collegiate Forua
(Dow Jones & Company, Inc.: Winter 1980/81),
p- 7.
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Opinions of Students

As mentioned in Chapter 1, many accounting students have
general perceptions and opinions concerning selection
criteria used by the intermational accounting firas. A
survey of students was undertaken in the fall of 1979 by
Adams!4 in which students were asked to rate various

accounting employment selection <criteria in terms of

14+ Bettie M. Adams, "Student Perceptions and Evaluation of
Employee Selection Criteria Used by Public Accounting
Firms for Entry-lLevel Positions," DProceedings of the
Thirty Second Annual Meeting, Southeast Regional Meeting-
American Accounting Association, ed. by Oscar J. Holzman

(1980) , pp. 265-9.
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relative importance. Table 2 presents the findings of that

study.

TABLE 2

Inportance of Factors as Viewed by Students

RANKING* CHARACTERISTICS
1 Academic Performance
2 Ability to Communicate
3 Appearance
4 Leadership Qualities
5 Personality
6 Age
7 Faculty Recommendations
8 College Attended
9 Work Experience

19 Location Preference

11 Extracurricular Activities
12 Sex

13 Race

14

Family Background

*Characteristics are ranked in descending order of
importance.

Source: Bettie M. Adams, "Student Perceptions and BEval-
uation of Employee Selection Criteria Used by
Public Accounting Firms for Entry-Level Posi-
tions," Proceedings of the Thirty Second Annual
Meeting , Southeast Regional Meeting-American
Accounting Association, ed. by Oscar J. Holzman
{1980), pp. 268.
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Discussion 1in the Adams study 1indicated that acadenic
performance and ability to communicate received the largest
percentage of high ratings.  Factors such as sex, race, and

family background were found to be of 1little or no



importance in the opinion of the accounting students. In
contrast to the Blitstein survey, grade-point average was

considered very important.

opinions of Accounting Firm Recruiters

While it is interesting and useful to know what students
and various employers perceive to be significant, the
opinion of recruitment personnel for accounting firms must

be considered more informative.

The Seaton and White Study
Seaton and Yhitel!S surveyed 297 firms of certified public
accountants in an eight-state area in 1971. One aspect of
their study was to ask the respondents about the personal
characteristics sought in new employees. While the
preponderance of replies <came from small to medium-sized
firms, the findings included responses from the local
offices of the international accounting firms.
Seaton and White offered this summary of their findings
relative to the characteristics sought in new employees:
The largest number of respondents described
attributes closely related to an individual®'s
aggressive attitude toward his job. .« . .
Characteristics reflecting ambition, that is, a
desire to learn and advance, vvere mentioned most
frequently. Personality factors such as 'ability

to get along with others,!' 'friendliness' and the
like ranked second, with grades and acadenmic

1S Lloyd seaton, Jr., and Jackson A. White, "™Recruiting
Practices of CPA PFirms," The Journal of Accountancy,
Volume 135, Number 5 (May, 1973), pp. 86-7.
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achievement a close third. Appearance and ability
factors followed very closely 1in frequency of
occurrence, . - Characteristics relating to
communicative ability as well as attributes
commonly identified with thigh ethical standards
({character) were mentioned 1less frequently. It
may be that these <characteristics are accepted as
given as a result of the applicant's backgound and
training; however, {Seaton and White) were
surprised to find them listed so infrequently.té

Table 3 shows the order of importance as determined by

Seaton and White on the basis of the per cent of responses.

g 1
| |
| TABLE 3 i
] . I
| Characteristics Sought in New Employees by CPA Firms |
| |
| ]
i RELATIVE PER CENT OF |
| RANKING* CHARACTERISTICS RESPONSES ]
i |
| 1 AMbitioONe o o o 2 o 2 o o o. @ 18.6 i
| 2 Personality « . « « o o « o 14.6 |
1 3 GFradeSe o o o o o = o = a =« = 13.7 |
| 4 ApDPEAranCCe « < s = s o o o 13.2 ]
| 5 AbPility « o o o o o o o = = = 13.2 |
| 6 MAtUTitYe o @« o o « o o o o « 5.1 |
] 7 EXperience. « « <« o ¢ o = o .o 4.4 i
| ] Character o« « « « o e « = =+ o 4.0 |
| 9 EXPressSiONe « « o =« = « « « o 2.9 |
) - All Other FAaCtOLS « « o = o . @ 10. 3 |
| |
| *Based on the per cent of responses, in descending |
] order of importance. |
| |
| Source: Lloyd Seaton, Jr., and Jackson A. White, |
1 "Recruiting Practices of CPA Firms," |
| The Journal of Accountancy, Volume 135, I
1 Number S (May, 1973), pp. 86-7. |
] |
[ 3

16 1pid., p. 87.



The Murdock Summary
The series of panel discussions held by the Omicron
Chapter of Beta Alpbha Psi in 1977-1978 resulted in the
publication of "Career Patterns in Eight Large Public
Accounting Firms"!? by Richard J. Murdock. The general
findings of the discussions indicated the following:
All the firms are looking for technically
competent students with the same general
qualities. These qualities were identified as
intelligence, personality, motivation, and ability
to communicate with both oral and written
skills. 18
Murdock made an important observation in pointing out
that "the qualities identified above are not time dependent.

A good career accountant today has the same gqualities as

years ago."19

SELECTING THE CHARACTERISTICS FQR STUDY

The next step was to determine if the characteristics
identified in the 1literature were relevant for the present
study. This part included two surveys made for this study
plus a review of candidate evaluation forms and recruitment

files.

17 Richard J. Murdock, "Career Patterns in Eight Large

Public Accountipng Firms," The Qhio CPA Journal. (Summer,
1980), pp. 107-111.

18 Ibid.. p. 107
19 1pjd.. p. 108.



The Initial Sucrvey

The first survey made for this study was conducted with
the recruitment personnel of eight local offices of the
international accounting firms. The particular offices were
chosen for their proximity to and recruitment at some of the
universities selected for the study. The recruitment
personnel were asked to identify, in order of importance,
the characteristics they desire in applicants for
entry-level positions of employment. Personnel at four
offices, representing regional viewpoints of half of the
international firms, responded.

Table 4 shows the listing of characteristics indicated by
this survey. Traits listed in parentheses are considered
synonymous to the first trait listed. When the respondents
failed to rank the characteristics in order oif importance,
the numbher of times that the characteristics were mentioned
was used as a basis to indicate the importance placed on
then. Thus, when no ranking was provided, the
characteristics were next listed according to the number of

times they were mentioned by the respondents.



TABLE 4

Characteristics Considered by Recruiters - Southwest

*Based on the specific ranking by the respondents,
in descending order of importance; otherwise ranked
by the number of times mentioned by respondents.

Source: Author's survey.

L 3
} |
| |
| |
| |
1 Region i
| |
| |
i RELATIVE TIMES |
| RANKING* CHARACTERISTICS AND SYNONYHS MENTIONED |
| !
| i
1 1 Intelligence (Grades, Mental |
] ADL1lity) v« o o o o 2 o @ @« « o 4 |
i 2 Communication SkillS. « o« « < o - 4 |
i 3 Poise (Bearing, Manner, Self- |
] Confidence, Attitude). « « . 4 |
| 1] Motivation (Ambition, Drive). . . 4 |
| 5 Personality (Getting Along with 1
| OtherS) e « o o o « o o @ o « o 4 |
| 6 APDPEATANCRe o « o « = o o o o o o 3 |
| 7 Leadership Ability. « « « <« <« « 3 |
] 8 Interests (Activities). . . . . 3 |
| 9 Maturity (Judgment) . « « « « « « 3 |
| 10 Technical Competence. . . . « - 1 I
] 11 INtegrity « o« o ¢ o o ¢« o o o o o 1 1
| 12 Work EXperience « « o« « « o o o o 1 |
| {
| i
| |
| 1
| |
| |
i i
L] . |

|

The Follow-Up Survey

A second survey of eight different local offices of the
international firms was conducted in a different
geoqgraphical location. The purpose of this survey was to
substantiate the characteristics identified by the first
survey. Since the responses were basically similar to those

of the initial survey, this second survey supported the



conclusion that the international accounting firms look for
the same basic traits in entry- level professional staff,
regardless of office location. This, too, substantiated
Murdock's assertion that the same general qualities are
sought by all large accounting firms. Thus, while this
study was 1limited to one gJeographical area, the findings
should be of general usefulness regardless of a student's
geographical location.

The respondents to the follow-up survey were asked only
to identify the characteristics they considered iaportant,
as opposed to ranking them 1in order of importance. Again,
personnel from four of the international accounting firas
responded. In total, viewpoints from six of the eight
international firms were represented 1in the two surveys
combined.

Table 5 1lists the characteristics identified by the
second survey. The traits are placed 1in the same order as
Table 4 for ease c¢f comparison.

Several additional traits that were mentioned in the
second survey were similar in nature to those listed in
Tables 4 and 5. Table 6 1is designed to show these
additional traits and the grouping under which these
characteristics would most closely fit.

The characteristic '"executive presence”" was included by
James D. Gates, partner at the Louisville, Kentucky, office

of Coopers & Lybrand. Based on a review of the candidate



TABLE S
Characteristics Considered by Recruiters - Midwest
Region

TINES
CHARACTERISTICS AND-SYNONYMS MENTIONED

Intelligence (Grades, Intellectual

Abilities, Grade-Point Averages,

SAT and/or ACT SCOLreS) e o o« o « « = =
Communication SkillSe « 2 ¢ ¢ ¢ o o o =
Bearing (Self-Confidence, Attitude) . . .
Motivation (Ambition) . « « <« « ¢« « < « o
Personality (Friendliness, Enthusiasm,

SalesmansShip) « « o« ¢ o o « = o o o o
Appearance (Dress, Grooling). « « o « o =
Leadership Ability (Leadership

Responsibilities) « « o« o o o o o o o
Activities. « ¢ ¢ o o o e e o o o o o o @
Judgment (Desision-Making Ability,

Analytical, Mentally Disciplined) . .
Technical CompetenCe. « « o« « o o 2 o o «
Integrity « o o o o o« o o o o o o . e o o =
WOLK EXPELienNcCe o o o o o o o o o o o s =

N & EFEEWV

- OO &

Source: Author's survey.
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evaluation form used by Coopers §& Lybrand for campus
interviews, M"executive presence" is described as follows:
deal with top people, impressive, stands out, a winner,
remembered, levelheaded, at ease, and aware. dence, it is

probably best classified as leadership ability.



TABLE 6

Probable Grouping of Other Characteristics

Additional Characteristics Probable Grouping
(Per Table 4)

Ability to be Convincing. . . Communication Skill
AlertnesSs « « « « « « « « « - Motivation
BEf fective in Interpersonal

ContactsS « « « « « « « « Communication Skill
Enthusiastic about the

Profession . « « « « « « Personality
Executive Presence. . « « - « Leadership aAbility
GOAlS « o « o 2 o« o o o« o o« » Motivation
Innovation. . « « - « « « « -« Intelligence
¥4illing to Accept

Responsibilities . . . . Leadership Ability

Source: Author's survey.
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eview of Candidate Evaluation Forms

Seven of the eight international firms 20 provided access
to copies of their candidate evaluation forms. It was noted
during the perusal of these forms that they vwere similar in
content. As an example, Table 7 shows six areas in which an
applicant is rated by Coopers & Lybrand as either (1)
outstanding, (2) good, (3) average, or (4) poor. All of the

forms contained a similar rating scale.

~

20 These firms were Arthur Andersen & Co.; Arthur Young &
Company; Coopers 5 Lybrand; Ernst & Yhinney; Peat,
Marwick, Mitchell & Co.; Price Waterhouse; and Touche

Ross & Co.
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TABLE 7

Information from Coopers & Lybrand Candidate
Evaluation Form

Charge, Effective,
Respected, Management
Minded, Grasps Authority

| ]
] |
| |
| |
l |
| |
| |
| |
| ITEM |
i NO. QUALITIES DESCRIPTION i
| |
} 1. Attitude, Positive, Cooperative, )
1 Motivation, Motivated, Successful, |
i Goals Goal-Oriented |
| |
| 2. Communication Articulate, Listens, |
| Skills, Enthusiastic, Likeable, i
| Personality, Poised, Tactful, Accepted, |
| Salesmanship Convincing i
| 1
{ 3. Executive Impressive, Stands Out, |
| Presence, A Winner, Remembered, |
| Deal with Top Levelheaded, At Ease, 1
{ People Aware }
| |
} q. Intellectual Insightful, Creative, |
l Abilities Curious, Imaginative, |
| Understands, Reasons, i
| Intelligent, Scholarly |
| |
i S. Judgment, Mature, Seasoned, Certain, |
) Decision Making Independent, Common Sense, |
{ Ability Determined, Logical |
i i
| 6. Leadership Self-Confident, Takes |
i |
l |
1 |
| |
! 1

Based on the responses from the recruitment personnel at
the local offices of the international firms and a review of
the majority of their candidate evaluoation forams, the
characteristics have been compressed into five categories.

These categories are communication skills, leadership



qualities, personal qualities, motivational gqualities, and
technical qualities. These categories are shown in Table 8,
Table 9, Table 10, Table 11, and Table 12, respectively,
along with the descriptions or measures used to delineate

each category.

TABLE 8

Communication Skills Described on Candidate Evaluation
Forms

COMMUNICATION SKILLS

1. Responses were readily understood.
Asked intelligent questions.

3. Adequate vocabulary.

4., Used good grammar.

5. Writes well (if observed).

6. Expressed thoughts concisely.

7. Listens. Absorbs what was said.
8. Did not dominate the conversation.
9. Questions showed depth of purvose.
10. TLlogical thinking behind answers to questions.
1. Grades in English courses.

O — ey, D gy S S gy g T Sy S —— S — -
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Some of the candidate evaluation forms requested other
information such as area of interest (audit, tax, management
service, and such), office preference, £faculty impressions,
race, sex, and distinguishing characteristics.
Additionally, some of the forms indicated that age, level of
experience, sex, or cultural background should not influence

the evaluation by the interviewer.
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Leadership Qualities Described on Candidate Evaluation

TABLE 9

Forms

Demonstrates self-confidence.

Held several elective offices.

Takes charge, management minded.
Respected, recipient of leadership awards.
Impressive, stands out, a winner.
Priorities in allocating time.

Flection or aprointment to positions of
responsibility Lty peers.

Desire for responsibility and opportunity
compared to concern for security.
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Personal Qualities Descrited on Candidate Evaluation

2.

3.
4.

6.
7.

0.
M.

TABLE 10

Forms

PERSONAL QUALITIES

pDress, grooming, physical appearance, and
social manners are appropriate for a pro-
fessional person.

Integrity; loyalty to a principle, family,
organization, and the 1like.

Poise, courtesy, sincerity, honesty.
Independent, common sense, seasoned, certain.
Curious, creative, imaginative.

Has realistic appraisal of own capabilities.
Seems to enjoy the challenge of problem sol-
ving activities.

Intelligent, scholarly, reasons, understands.
Hobbies and activities are group oriented,
not solitary.

Levelheaded, at ease, aware.

Seems enthusiastic akout present situation
and future fprosgects.
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TABLE 11

Motivation as Described on Candidate Evaluation Foras

1.
2.

u.

5.
6.

7.

MOTIVATIONAL QUALITIES

Positive, cooperative.

Energetic, demonstrates self initiative,
determined.

Successful, goal-oriented, record of
vigorous involvement in achieving goals.
College job experiences related to grade
point average.

Worked to pay for all or part of education.
Excelled at outside activities and has work
goals.

Preparation for interview (knowledge of firm
and firm positions).
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TABLE 12

Technical Qualities Described on Candidate Evaluation

Forms

TECHNICAL QUALITIES

Good accounting related work experience.
Academic achievement (accounting and general).
Grades continuously high or steadily improved.
Logical and gquestioning mind.

Maturity, judgment, decision-making ability.
Degree sought.

Overall grade-point average.

Accounting grade-goint average.

SAT/ACT scores. ’

Accounting hours, specific courses taken.
Class standing (Top 10%, Top 25%, etc.)
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xample of Candidate Ratings

—

One of the evaluation forms gave guidelines to the
overall rating of an applicant. The ratings fell into five
categories: outstanding, excellent, good, average, and

marginal. Outstanding is described as unusually qualified

in virtually every respect with no weaknesses noted. This
rating 1is generally not given to more tham 2% of the
candidates interviewed. An excellent candidate is one
clearly among the top candidates whose strengths far
outweigh weaknesses. This rating is usually limited to no
more than 15% of the candidates interviewed. Those whose
qualifications are good and vwhose substantial strengths
compenséte for any weaknesses are considered good
candidates, no more than 40% of those interviewed. Average
candidates possess a balanced mixture of strengths anad
weaknesses, neither clearly good nor marginal. These total
about 30% of the candidates. A marqginal candidate is one
who would not be likely to function effectively in public
accounting nor have capabilities which could be developed. .
These compose the remaining 13% of all candidates

interviewed.

Survey of Student Recruitment Files

The foregoing studies provided a fairly rigorous and
comprehensive inventory of characteristics which come into

consideration during the interviewing process. However, one



more test was made, this time involving inspection of the
actual student recruitment files. Thirty-nine students who
attended two of the universities and who interviewed at one
of the local offices of an international firm participated
in the survey.

Each student signed a waiver which gave permission for
the inspection of the information contained in the permanent
recruitment files2! pmaintained in the 1local office of the
accounting firm. The waiver also released the local office
from any responsibility for any misuse of the information
taken from the files.

Prior to the inspection of the recruitment files, a
discussion was held with the managing partner of the local
office so that refinements of the characteristics could be
made. These refinements include the following, as examples.
As a measurement of maturity and stability, being married
and having children are weak considerations. Age 1is
generally not applicable as a factor if the candidate is
less than thirty vyears of age. As a measurement of
motivation, taking the Dniform Certified Public Accounting
Examination while in school, if eligible based on state law,
is a weak consideration and not applicable. Finally, any

trend in grade-point average is reviewed for the most recent

21 Recruitment files are considered "permanent" only in the
sense that they are maintained on a semi-active basis for
a year or so following the initial campus interview. If
manpower needs dictate, the files of marginal applicants
may ke reactivated. The recruitment files are disposed
of following a new round of campus interviews.
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twelve to éighteen months generally.

The review of the permanent recruitment files indicated
that many of the characteristics identified in the surveys
presented earlier were, in fact, captured in the files:
this was self-fulfilling since many of the characteristics
closely scrutinized were recorded on the candidate
evaluation form itself. Hovever, the spaces allotted for
ranking the candidates and commenting on the candidates vere

actively used as an extension of the basic quantitative data

collected.
In total, the review of the studies related to
significant employment characteristics, the supportive

surveys of the recruitment personnel at the 1local offices,
information —requested on the candidate evaluation forms,
inspection of the actual recruitment files, and discussion
with recruitment personnel for the intermational firms
tended ¢to indicate that most, if not all, of the
characteristics considered in a typical employment interview

with an international firm had been enumerated.

PREPARATION OF QUESTIONNAIRE

The questionnaire used to survey the accounting students
is presented 1in Appendix B. The discussion which follows
relates to the portions of the survey instrument designed to
capture measurements of the <characteristics identified

above.



Personal Data

The first section of the survey instrument was designed
mainly to capture surrogates for the characteristic
appearance. Respondents were asked to supply data relative
to age, sex, height, weight, and racial-ethnic category.

The respondents were also asked to indicate whether or
not they were married. Some students, no doubt, perceive
that being married 1is a factor which is considered.  Some
female students assume that bheing married can be viewved as a
lack of mobility or a presupposition to child-bearing, both
of which may work to the female's detriment in obtaining
enployment, on the other hand, sonme male students assume
that being married can be viewed as a surrogate for
maturity or stability, each of which may work to the male's
advantage in obtaining employment. Thus, this charactistic
was included for analytical purgoses despite the fact that
it was noted earlier as being a weak <consideration as a
surrogate for maturity.

‘Another item requested under personal data was that the
respondent indicate the method used to pay college expenses.
This information served several purposes. Pirst, if the
student worked his way through school, it is a surrogate for
motivation. It may be a measure of academic performance if
the student attended school via scholarship or grant. Also,
if a student worked his way through college, an interviewer

may be more agreeable to a marginal grade-point average or a



somewhat downward trend in grades during the period of
employment while in school. Finally, the work experience
itself may be beneficial to the student in terms of evidence
of accerpting responsibility, being able to fit in, and so
forth.

Respondents were asked to indicate the per cent of each
of the following methods used to pay college expenses: (1)
parental support, (2) personal loan, (3) scholarship, grant,
(4) worked way through, or (5) ther (describe).
Activities

The main purpose of the second section of the
questionnaire was to capture information relative to the
student's sociability (fitting in) and leadership ability.
Each respondent was asked to provide the number of
organizations of which he was a member as acknowledged to
the firms interviewved. The measurement should provide a
surrogate for peer acceptance and personality (friendliness,
getting along with others).

Respondents were then asked for the names of honorary

organizations of which they were members. This information
wvas needed to provide insight into academic performance and
faculty recommendations. By having the actual names of the
honorary organizations, membership in Beta Alpha Psi could
be isolated and tested as a separate factor representing not
only academic performance and sociability, put also

commitment to the profession or loyalty to an organization.
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Membership 1in a social fraternity or sorority was
requested next. Membership in such a social organization
provided evidence of interests and involvement outside
accounting and schoolwork in general.

In addition to requesting information about membership in

various groups, respondents were asked to state the number

of rpositions (elected or appointed) which they held as
acknowledged to the firms they interviewed. This
information was needed as a measurement of accepting

responsibility, leadership ability, and peer recognition.

Finally, the students were asked whether or not they had

any accounting or other work experience that they
acknowledged and considered advantageous in their
interviewing efforts. These data served as a measure of

motivation, responsibility, and technical competence.

Academic Data

Because of 1its importance in the studies discussed
earlier, care was taken to capture as much information as
possible concerning academic performance and its various
components. Academic performance may be coansidered a
surrogate for intelligence, technical competence, and

ambition.22

22 Seaton and White, 1in a comment to their original study,
stated the following: *_, . . It has been our experience
that recruiters translate grades as hard evidence of
possession of ambition. . .Y (From "Seaton's and White's
Reply," The Journal of Accountancy., Volume 136, Number 4
{April, 1974), p. 88.)
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Respondents were asked to identify the grade-point basis
at their individual universities. All responses indicated a

4.00 grade—-point system on the semester basis.

Overall Courses
Students ~were requested to provide their overall

grade-point average at the time of the interview. (All

grade-point averages were limited to two-digit numbers for
analysis purposes; for example, a response indicating a 3.23
grade-point average was truncated and converted to a whole
number of 32.) In addition, the students were asked to
indicate the number of hours for which they had earned
letter grades of (1) A or B, (2) C, and (3) D or belovw.

This classification was selected based on the review of the

candidate evaluation forms.

Accounting Courses

The accounting grade-point average at the time of the
interview was requested. (As @mentioned in the section
entitled "Overall Courses," all grade-point averages were
converted to a two-digit whole number.) The respondents
were asked to provide the number of accounting hours for
which they had earned letter grades of (1) A or B, (2) C,

and (3) D or below.



English
As a surrogate for communication skills, the number of
hours in non-literature English courses, for which they had

earned letter grades of (1) A or B, (2) ¢, and (3) D or

below, was requested.

Other Data

Respondents were asked to list any acadenmic degfees that
they held other than the wundergraduate business degree with
an accounting major which they were currently seeking. The
presence of another undergraduate degree could be considered
as an indication of academic ability, other interests,
maturity, and motivation, amocng others, on the part of the
particular respondents.

Lastly, the students were asked to choose from a list the
best description of the trend of their grades for the
previous year or year and a half. Since the trend of grades
was mentioned by the recruitment personnel of the
international firms during the surveys and discussions, care
was taken to provide the students with sufficient choice in
this matter.

The choices relative to the grade trend were as follows:

Remained somewhat low (say C-minus)

Started low but steadily improved

Remained somewhat average

Started average but steadily improved
Remained steadily high (say B plus or above)
Showed moderate decline

Showed significant decline
Other (describe)



The order of the descriptions of grade trends was chosen
such that it was neither one of steady improvement nor
steady decline in value judgment. Respondents were perhaps
forced to pay more attention to the choices than otherwise.

It was necessary to provide general guidelines to the
students rélative to the meaning of ™low"” and "high" as they
pertain to grade-point averages. Because the students
attended several different universities, their
interpretation of these words might have had too much
variation. Therefore, C-minus was selected to be used as a
benchmark for the meaning of "somewhat low," and B-plus or

above was chosen to designate "high."

Self Evalunation

Most of the data in the foregoing sections of the survey
instrument was gquantitative in nature. Certain gqualitative
data were required in order to measure such characteristics
as communication skills, personality, and motivation,
especially since these items are qualitative in nature.

This section of the questionnaire was designed to capture
information relative to several of the qualitative
characteristics. Respondents were asked to rank themselves
on a five-point scale; the rankings were (l) clearly below
average, (2) somewhat below average, {3) average, (%)

somewhat above average, and (5) clearly above average.



Ten 1items 1in total were ranked by the respondents.
Preparation for the interview (study of the firm, prepared
questions, etc.) was used as a surrogate for motivation.
Ease with which the interview was handled was a surrogate
for communication skills and maturity (judgment). Students
were then asked directly to rank themselves on their ability
to communicate. As another measurement of communication
skill and motivation, respondents compared themselves to
other students as to the number of questions or commeats
they felt they initiated during the interview.

~Two of the items related to cosmitment, motivation, and
perhaps maturity. Willingness to travel, one of the
criteria found on some 0of the candidate evaluation forms,
was 1included as a measurement of commitment to tnhe
profession and motivation. In addition, the students were
asked to rank their perception of their commitment to the
accounting profession based upon their association with and
knowledge of fellow accounting majors.

The last three items to be ranked on the five-point scale
in the self-evaluation section of the gquestionnaire
concerned physical appearance, dress, and grooming.
Respondents were asked to classify, from a Dbusiness
viewpoint, the style of their business attire, their general

physical attributes, and the style of their hair.



Profile Dat

As an aside, respondents were asked to identify in order
of importance the reasons for their selection of accountancy
as a career. The reasons included the following: salary,
advancement, training by the firm, working with "things,"
availability of employment, secutity, experience to be
gained, working with people, and other (describe). The
purpose of these questions was to aid in the development of
a successful candidate's profile. This informaﬁion was not
representative of the characteristics considered by the
international accounting firms as employment criteria.
However, it was used as supplemental information for

purposes of this study.

SUMMARY

Chapter 2 serves as a bridge between the probleas
identified in Chapter 1 and the research methodology
presented in Chapter 3. Chapter 2 initially presents a
discussion of the interviewing process conducted by the
international accounting firms as it involves undergraduate
accounting students. This discussion 1includes both the
campus interview and office visit conmponents of the
interviewing process.

More importantly, Chapter 2 presents the viewpoints of
businessmen, accounting students, accounting firms of local

and regional size, and the international accounting firams



pertaining to characteristics they consider important in

securing employment. These characteristics were combined
into five general categories: communication skills,
leadership qualities, personal qualities, rotivational

qualities, and technical qualities.
The characteristics included in each category were found

to be relevant through a review of recruitment files, two

surveys of recruitment personnel, and a review of the
candidate evaluation forams for seven of the eight
international accounting firms. A questionnaire was

developed to capture measurements of the characteristics
previously identified. The characteristics and their
measurement are discussed 1in the remaining portion of

Chapter 2.



Chapter 3

RESEARCH METHODOLOGY

Chapter 3 provides a discussion of the —research
methodology that was adopted for the design and conduct of
the present study. Several broad areas are covered. The

first area of discussion specifically concerns the type of

study chosen, followed by the research objectives and
hypotheses for the study. The statistical technigques
selected to accomplish the research objectives and a

detailed 1listing of defined dependent and independent
variables for the research are then presented. The chapter
discussion <concludes with discourses related to the data
collection procedures used in selecting the participants,

universities, and the sample of students for the study.

THE TYPE OF STUDY

The basic approach for this study was survey research.
Survey research involves large and small populations which
necessitate the study of samples chosen from the populations
to discover the relative incidence, distribution, and

interrelations of  sociological and psychological



variables. 23

The social scientific nature of survey research is shown
by the nature of the variables. Sociological facts related
to this study because they were the attributes of
individuals based on their membership in social groups:
sex, education, age, race, and the like.24 Psychological
variables included ofinions and attitudes.25 The specific
type of survey research used was the self-administered
questionnaire. |

The self-administered gquestionnaire was adopted because
it allowed the inclusion of numerous variables related to
the 1largest number of respondents possible, given the
confines of time and cost associated with laboratory
experiments, field experiments, and field studies.

The mail questionnaire has two potentially serious
drawbacks which should te recognized as limitations of this
study: lack of response and the inability to check the
responses given. Lack of resronse was recognized in Chapter
2 as a potential limitation of the study. To alleviate the
inability to <check the responses given, the questionnaire

was pretested on a group of senior-level accounting majors

who had participated in the interviewing process.
23 Pred N. Kerlinger, Foundations of Behavioral Research
(2nd ed., New York: Holt, Rinehart, and Winston, Inc.,

1973), p. 388.
2s  Ibid., p. 410.



Discussion of ambiguous responses with the pretest
respondents led to the <clarification of questions and
potential answers contained in the questionnaire. Thus, the
validity and reliability of the questionnaire and the

responses thereto were enhanced.

SPECIFIC RESEARCH OBJECTIVES

The fundamental objective of the study was to supplement
and refine the general understanding of the characteristics
which significantly affect the receipt of employment offers
from international firms. This objective is worthy in that
the process of obtaining employment with an international
firm is important, not only to many accounting students, but

also to the recruitment personnel for the international

firas. Accomplishing this objective should provide
students, recruitment personnel, and accounting faculty
members with better information for making informed

decisions or offering informed advice.

Objectives 1 and 2

The pervasive objective of the study was to identify the
specific measures of the personal characteristics and
qualifications of students in accounting which statistically
have a significant impact on the receipt of an employment

offer from an international accounting firm.



The research hypothesis for Objective 1 may be stated as

follows:

There is a difference in the characteristics

of undergraduate accounting students who are

of fered entry-level employment by international
accounting firms and those who are not offered
employment.

A second objective of the study was to determine if there
is a difference in the characteristics of male students and
female students, other than sex, who receive employment
offers from the international firms. The purpose of this
investigation was to determine which characteristics were
most closely related to male students versus female students
who were qualified to receive an employment offer from the
international accounting firms.

The research hypothesis for Objective 2 is stated as

follows:

There is a difference in the characteristics
of male and female undergraduate accounting

students who are offered entry-level employ-
ment by international accounting firms.

Objectives 3, 4, and 5

The third objective of the study was to create a
discriminatory model for male students only. A specific
model for males only was more meaningful than a general

model including the effects of characteristics for both male

and female students.

The research hypothesis for Objective 3 follows:
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There is a difference in the characteristics

of male undergraduate accounting studeats who
are offered entry-level employment by inter-

national accounting firms and male undergrad-
uate accounting students who are not.

The fourth objective of +the study was to create a
discriminatory model for female students only. A specific
model for females only was more meaningful than a general
model including the effects of characteristics for both
female and male students.

The research hypothesis for Objective 4 can be stated as:

There 1s a difference in the characteristics
of the female undergraduate accounting stu-
dents who are offered entry-level eamployment
by international accounting firms and female
undergraduate accounting students who are
not.

The fifth objective of the study was to determine if the
characteristics for employment with an international
accounting firm differed for Caucasian and non-Caucasian
students.

FPor Objective 5, the research hypothesis is:

There is a difference in the characteristics
of Caucasian and non-Caucasian undergraduate
accounting students who are offered entry-

level employment by international accounting
firms. )



Objective 6

Once the significant characteristics that had an impact
on employment offers had been identified, then a model based
on the same inventory of characteristics was built which
identified the characteristics which were most important as
predictors of the salary offer received from the
international firms.

The research hypothesis for Objective 6 is stated as

follows:
There is a linear functional relationship
between the salary offer and the employment
variables (i.e., personal characteristics and
gqualifications) of accounting students.
Objective 7

One of the informational items about accounting students
which warranted separate attention was the reasons given for
selecting accounting as a career. An objective of the study
was to determine if the reasons given by students for
choosing an accounting career had a relationship to whether
or not they received an employment offer from the
international accounting firsms.

The research hypothesis associated with Objective 7 may
be stated as:

The reasons for selecting accounting as a
career are independent of whether or not
undergraduate accounting students are suc-

cessful in receiving an entry-level offer
from an international accounting firm.



Objective 8
The final specific objective of the study was to
determine 1if there was a significant difference in the
proportions of female students and of male students who
received employment offers from international firms (and
hence, the proportions of non-offers). That is, did there
appear to be discriminaticn or reverse discrimination in the
enaployment offers alloted to female accounting students?
Research hypothesis 8 <can ke stated in the following
manners:
The populations of female accounting stu-
dents and of male accounting students are
not homogeneous with respect to entry-level

employment offers (and non-offers) made by
the international accounting firms.

A General Profile of Successful Applicants

A minor objective of this study was to report certain
findings which were not statistically tested. The study
instead developed a general profile of the characteristics
of a typical accounting student who succeeded in receiving
an employment offer from an international accounting firm.
Included in the profile are the responses to questions which
appear to be of concern to many accounting students who are
interested in employment with an international firm. The

responses related to the following areas of interest, among

others:



1. How did these successful students rate their ability
to communicate?

2. How did they rate their ability to handle interviews?

3. How did they view their participation in the
interview process?

4. Did they ask intense questions of the recruiter?

5. What was their attitude toward the required travel
related to their potential employment?

6. What was the average number of campus interviews
arranged by the successful recruit?

7. HWhat was the average number of office visits granted
to the successful recruits?

8. V®¥hat was the average number of employment offers?

9. How many accounting hours had the successful recruit
completed at the time of interview?

10. ¥hat was the average accounting and overall grade
point averages for the successful recruits?

11. What proportion of the successful recruits and the
unsuccessful recruits thought at least one of the
recruiters was having a bad day?

12. What proportions felt that at least one recruiter
asked unfair gquestions?

STATISTICAL TECHNIQUES

Several statistical techniques were used in the analysis
of the data. The following paragraphs discuss these
techniques, 1including a brief description of why each wvas
considered appropriate. A more detailed description of
discriminant analysis and multiple regression is presented
in Appendix C to the paper. Discussion of the limitations
related to the assumptions of these two techniques and the’

problem of multicollinearity also are presented.
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Discriminapt Analysis

Objectives 1 through 5 offered previously would be best
accomplished by the use of two-group discriminaant analysis.
For example, the two groups for Objective 1 are defined to
be (1) accouanting students who are successful in their

attempt to receive an employment offer from an international

accounting firm, and (2) accounting students who are not

successful 1in receiving such an employment offer. The
objectives of discriminant analysis, which match the

objectives of this study, include the following:

1. Determining if statistically significant differences
exist between the average score profile of the two a
priori defined groups {(as given above).

2. Establishing procedures for classifying the
statistical units (accounting students in this study)
into groups on the basis of their scores on several
variables (i.e. characteristics).

3. Determining which of the independent variables
account most for the differences in the average score
profiles of the two groups.26

The objectives of discriminant analysis introduce the

concepts of a priori defined groups and average ‘'score'
profiles. Pigure 3, which illustrates graphically these
concepts, 1is wused to explain the basic idea of two-group
discriminant analysis. The reader should note that in the
illustration there are c¢cnly two measurements (X1 and Xz) for

each student in the two groups. In the analyses to follow,

more than forty measurements were employed.

26 Joseph F. Hair, Jr., et al., Multivariate Data Analysis,
p. 90.
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Source: Robert B. Welker, "Discriminant Analysis
as an Aid to Employee Selection,'" The
Accounting Review, XLIX (July, 1974), p.
515.

Figure 3: Two-Group Discriminant Analysis
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In terms of this study, - Figure 3 displays a scatter
diagram of the twc measurements X, and Xzfor each member of
the two groups. Accounting students who received and 4id
not receive an entry-level employment offer are shown with
an * (asterisk) and a . {dot), respectively. The two a
briori groups of accounting students who receive no offer
(N) and those who do receive an offer (0) from the
international firms are represented by the.ellipses N and O.
Although a student can be a member of only one of the two
groups after the interviewing process, some overlap of the
measurements will exist wunless perfect discrimination 1is
possible.

The discriminant scores, shown on the Z axis, correspond
to a linear combination of the two @neasurement variables.
As can be seen, these scores discriminate between the
predicted group membership in the following manner:
accounting students with a score smaller than _Zc {({the
cutting score) would be predicted not to receive an
entry-level employment offer; students with a score larger
than the cutting score would be predicted to receive such an
offer.

The two wellipses N and O graphically enclose soame
proportion of the sample of students included in the study,
say 95 per cent or more of each group.27 A straight line

drawn connecting the points where the two ellipses intersect




which is then projected to the discriminant score axis Z
determines the cutting score ({also termed the critical 2
score or value).?28

N' and O' represent the distributions of the discriminant
scores {known generally as Z-scores) determined for each
student in groups N and O. The individual 2Z-scores,
ascertained by weighting the independent variables for each
student, are thus used for determining the predicted group
membership. The overlap of the distributions N' and O
(represented by the shaded area in the figure) is smaller
than any other overlap that wculd be obtained by any other
line drawn through ellipses N and 0.2°9 The discrimination
between distributions N' and 0' (and thus groups N and O) is
maximized by the minimization of this overlap. Altman
refers to the overlap as the zone of ignorance.30
Discriminant scores which fall in this area, that is, those
which fall near the cutting score, are classified according
to their relationship to the cutting score. However, there
is a distinct possibility that the group membership may be
incorrectly predicted because of the 1lack of perfect

discrimination.

2e  1pid., p. 97.
29 Ibid-' p. 910

30 Bdward TI. Altman, "Financial Ratios, Discriminant
Analysis, and the Prediction of Corporate Bankruptcy,"
The Journal of Finance, Vol. 4 (September, 1968), p. 593.

Py >
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Thus, discriminant analysis determines the linear

combination of two or more independent variables that best

separates the a priori defined groups. The discrimination
is accomplished by the statistical decision rule of
maximizing the between-group variance relative to the

within-group variance, as expressed in ratio form.

Discriminant analysis can be useful in two wvays: (1) in
determining group differences, and (2) in correctly
classifying statistical wunits (students) into the two
dichotomous groups.

Discriminant analysis can thus be considered either as a
technique of profile analysis or as an analytical predictor;
it is most appropriate where there is a single, categorical
dependent variable (such as "offer" versus "non-offer") and
several metrically scaled independent variables. The

variables included in the study are described later.

Major Stages of Discriminant Analysis

Hair, Anderson, Tathanm, and Grablowsky stated that
discriminant analysis can be divided into three major
stages: (1) derivation of the model, (2) validation qf the
model, and (3) interpretation of the model.3! This approach
was used for this study because it highlighted the
determination and strength of the model, plus it emphasizes

the important variables (characteristics).

31 Joseph F. Hair, Jr., et al., Multivariate Data Analysis,
p. 92.

- 65 -



The derivation stage involved determining the
statistically significant function to separate the two
dichotorous groups. The validation stage involved
developing a classification matrix to evaluate further the
predictive accuracy of the discriminant function. The
interpretation stage 1involved determining which of the
independent variables contributed the most toward

discriminating between the twc groups.

Sample Division

The split-sample method of applying discriminant analysis
involves developing the discriminant model on one Jroup
(referred to as the analysis sample) and testing the model
on a second group (referred to as the holdout'éampLe). The
analysis sample for each distinct hypothesis was selected by
use of a randor numkter table predicated wupon the condition
that the cases selected for the sample exhibited the sanme
basic characteristics represented in the total sample. For
example, the analysis sample for Hypothesis 1 was selected

so as to be composed of not only offer/non-offer respoandents

in representative proportions, but also male/female
respondents in representative proportions within the
of fer/non-of fer groups. Hence, each analysis sample "(aad
therefore each holdout samgle) was selected to be

representative of the underlying total sample in order to

strengthen the analyses. The split-sample approach



counteracts the upward bias in the prediction accuracy of a
model which generally results when the model is developed
from a single sample and is then used to predict the group
membership of the statistical units from the very same
sample.

For Hypothesis 1, the analysis sample was chosen by the
use of a random number table with each of the 172
questionnaire responses from the southwest having an equal
chance of being selected. Eighty six of the responses were
thus chosen for the analysis sample while the remaining
eighty six were used as the holdout sample. The fifteen
responses from the wmidwest (referred to as the external
sample) were withheld and used for prediction purposes only.
No sample division was made to test Hypothesis 2 other than
to select from all respcndents onrly the successful students
(133). The analysis sample used to derive the discriminant
function for Hypothesis 3 consisted of the male students
only from the analysis sample for Hypothesis 1; the
discriminant function was used to classify the male students
from the holdout and external samples for Hypothesis 1. The
analysis sample for Hypothesis 4 consisted of fifty-six of
the questionnaire responses from the southwest selected at
random to represent 75% of the —responses from female
students who participated in the survey. The holdout sample
was the remaining responses not selected for the analysis,

but held instead for testing the predictive power of the



model derived corresponding to Hypothesis 4. (As discussed
in Chapter 5, the 1limited number of responses from
non—-Caucasians precluded the analysis of Hypothesis 5.) The
composition of the various workable saumples (offer versus
non-offer, male versus female, etc.) is presented in Chapter

4 for each hypothesis.

Unstandardized and Standardized Models

The models corresponding to Hypotheses 1 through &4 are
presented both in unstandardized and standardized forms as
deemed appropriate. An unstandardized model has qualities
which make its presentation advantageous to the reader. .

Fach unstandardized model <contains a constant and the

unstandardized coefficients of the independent variables.
The nature of the constant 1is similar to that of the
Y-intercept in an unstandardized regression model. In the
discriminant analysis, its purpose is to allow the use of
unstandardized coefficients and the values of the
independent variables to compute discriminant scores froa
the raw data for each <case under investigation. Since the
values of the independent variables are not generally known
in standardized form (i.e., the mean equals zero and the
standard deviation equals one), knowing the constant and the
unstandardized coefficients allows the manual computation of

the discriminant scores. The value of the discriminant

scores should be equal in magnitude to the scores obtained



when computed with the standardized values of the
coefficients. Thus, the reader can substitute readily
available values into the models and calculate individual
discriminant scores.

A standardized model contains only the standardized

coefficients of the independent variables. The advantage of
knowing the coefficients in standardized form 1is that it
allows a direct comparison of their magnitude to assess the

relative strength of each of the independent variables.

Thus, the larger the absolute value of a standardized
coefficient, the greater the impact of the independent

variable on the discriminant score.

Classification Matrices
Having derived the discriminant models from the analyses
samples, classification matrices were prepared. Each matrix

presents the predicted group membership (e.g. offer versus

non-offer) 1in comparison to the actual group membership for

the analysis, holdout, and external samples, as deemed
appropriate. Each matrix contains the number and percentage
of cases correctly classified by the model.

The overall measurement of how well the discriminant
model classifies the cases is known as the hit-ratio. The
hit-ratio is similar to the <coefficient of determination in

regression analysis.32 The calculation and meaning of the

32 Joseph F. Hair, Jr., et al., Multivariate Data Analysis:
With Readings, p. 97.
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hit-ratio for a two-group analysis can be seen in the
following example. Suppose a sample of one-hundred students
was composed of seventy students who received employment
offers and thirty students who were not successful. If a
discriminant function was derived which correctly classified
sixty of the seventy successful students and twenty of the
thirty unsuccessful students, then the hit- ratio would be
determined to equal (60 + 20) /100, or 80%. Thus, the
kit-ratio is a weighted-average percentage of correct
classification.

To consider what was an acceptable level of predictive
accuracy for the discriminant model, a comparison was made
to the percentage that could be classified correctly by
chance (without the aid of the discriminant model). Since
the group sizes were unequal, the model selected to
determine the acceptable level was the proportional chance
criterion. 33 The formula for the proportional chance

criterion is:

C proportional = p2 + (1-p)2

Where: P = the proportion of students in group 1
{say 70 successful students of the 100 total)

1 - p = the proportion of students in group 2
(say 30 unsuccessful students of the 100 total)




Therefore, C proportional = (0.7)2 + (1-0.7)2, or 58% in the
example offered previously. That is, 58% could be

classified correctly ty chance.

Probability of Group Membership

One of the normal outputs of discriminant analysis is the
probability of group membership for each statistical unit.
For exanmple, based <c¢cn the magnitude and sign of the
discrimirant score, the probability of an accounting student
receiving or not receiving an employment offer from an
international firm can be determined. All cases in this
study were reviewed to find the range of discriminant scores
associated with selected probabilities of the
offer/ncn-offer status. This information is presented in
Appendix D along with an illustration of the use of the

model corresvonding to Hypothesis 1.

Multiple Regression .

Objective 6 was best achieved by the use of multiple
regression. Spurr and Bonini explain that the multiple
regression technique describes the average relationship
between any number of independent variables and the
dependent variable.3¢ Or, as Chou states, regression

analysis establishes the "nature of the relationship"

34 wgilliam A. Spurr and Charles P. Bonini, Statistical
Analysis for Business Decisions (Rev. ed.; Homewood,
Tllinois: Richard D. Irwin, Inc., 1973), p. 495.
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between variaﬁles.35 That 1is, it studies the functional
relationship between the variables and thus provides a
mechanism for determining which of the independent variables
are most important in the —prediction of the dependent
variable, which in this study is "salary offer."

The model corresponding to Hypothesis 6 is presented only
in the standardized form. The purpose of Objective 6 was to
identify the characteristics which were most important as
predictors of the salary offer received frona the
international firms. Since the objective was not actually
to predict the salary offer, unstandardized coefficients
were not presented. The standardized coefficients were
presented to allow the direct assessment of the relative
strength of the independent variables as was done for the

discriminant analysis.

Chi-Square Tests

Objectives 7 and 8 were Lest achieved by the use of
Chi-square analysis. In considering Hypothesis 7, the
reasons for selecting accounting as a career could be the
same for students who are successful and for students who
are unsuccessful in receiving an entry- level employment
of fer from an international accounting firam. That is, the

random variable "reason'" for successful applicaants could be

35 Ya-lun Chou, Statistical Analysis with Business and
Econgmic Applications (2nd ed.; New York: Holt, Rinehart,
and Winston, 1975), p. 579.
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generally the same for unsuccessful applicants. The
Chi-square test of independence was used to determine if the
reasons given by the two groups are dependent upon whether
or not the students are successful in receiving an
employment offer.

As discussed in Chapter 2, respondents were asked to rank
in order of importance the factors which they considered in
selecting accounting as a career. They were instructed to
choose at least one factor, but vere encouraged to choose as
many factors as they considered.

The participants 1in the study were given an open-ended
list of factors to review. Nine specific items were named
whereas the tenth item was classified as "Other (describe).”
The nine specific items ccnsisted of the following: salary,
advancement, training by firms, working with "™things,"
availability of employment, status, security, experience to
be gained, ‘and working with ©people. By asking the
respondents to supply any additional factor (s) which they
considered, any consistently added factor (s) could have been
noted during the pretest of the survey instrument. This
methodoloqy 1is similar to that used by Weber and
Stevenson.36 Thus, no attempt was made to make the list of
career~-choice factors an all-inclusive 1list, other than to

include the specific items which pre-tested most frequently.

36 Richard P. Weber and W. C. Stevenson, "Evaluation of
Accounting Journal and ° Department Quality," The
Accounting Review, LVI (July, 1981), p. 600.
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No attempt was made to identify the reasons as either
being indicative of values or attitudes. For example, see
Brenner's observations on students' values,37 and Baker's
comment3® as to a differentiation between values and
attitudes. In his additional comments, Brenner contended
that "attitudes reflect values, and therefore, can give soae
insight into amr individual's values."3°9

Brenner's study rurfported to show that evidence exists

which 1indicates that accounting students' attitudes or

values may differ from nonaccounting majors. The thrust
here was to test statistically if the difference 1in
career-choice factors was significant for accounting

students vwho were successful and unsuccessful in seeking
employrment with an international firm.

In meeting Objective 8, the proportions of female and

male accounting students in the survey who received
entry-level employment offers (and who did not) were
compared by the chi-square test of homogeneity. Under the

assumption that the populations are homogeneous, the males

and females can be considered to have been selected from a

37 Vincent C. Brenner, "Some Observations on Student Values
and Their Implications for Accounting Education," The
Accounting Review, XLVIII (July, 1573), pp. 605-8.

38 C. Richard Baker, "Some Observations on Student Values
and Their Implications for Accounting Education: A
Comment,"” The Accounting Review, XLIX (July, 1974), pp.
576-7.

39 vincent C. Brenner, "padditional Comnents on Student
Values and Their Implications for Accounting Education,"
The Accounting Review, XLIX (July, 1974), p.578.
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conmon population of "students." Thus, the probability that
a female was classified as "offer" or "non-offer"” would be

the same as that for a male student.

DEPENDENT AND INDEPENDENT VARIABLES

e

Objectives 1 through 5 were designed to require the use
of discriminant analysis, a statistical technique . that
utilized dependent variables which were <categorical 1in
nature. The independent variables were both metric and
nonmetric in nature. Objective 6 required the use of
mnltiple regression, a statistical technigue which utilized
both metric/ordinal dependent and independent variables.
Objectives 7 and 8 required Chi-square tests which use the
underlying distributions or proportions described
previously.

The variables, both dependent and independent, used in
the discriminant and regression analyses are identified and

defined in the 1ist to follow:

X VARIABLE NAME DEFINITION
1 AGE Student's age in years.
2 SEX Female = 0, Male = 1.
3 HT Height in inches.
i} WT Weight in pounds.
5 MARST Marital status: Not mar-
ried = 0, Married = 1.
6 HCAP Visible handicap: No = 0,
Yes = 1.
7 RACE Caucasian = 0, Non-Cauca-
sian = 1.
8 PARENT Percentage of college expenses
provided by parent support.
9 LOAN Percentage of college expenses

provided by personal loan.
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10

LR

12

13

14

15

16

17

18

19

20

21

22

23

25

26

27

28

SCHOL

WORK

OTHER

ORG*

BAP

HONOR

FRAT

ELECT*

ACEXP*

WEXP*

OGDA**

AB

DE

AGDA*x*

AAB

AC

ADE

EAB

Percentage of college expenses
provided by scholarships
and grants.

Percentage of college expenses
provided by working while
in college.

Percentage of college expeases
provided by other sources
(as detailed by respondent).

Number of organizations of
which respondent is a
member.

Membership in Beta Alpha Psi:
No = 0, Yes = 1.

Number of honorary orgaaniza-
tions of which respondent
is a member.

Membership in a social frater-
nity or sorority: No = 0,
Yes = 1.

Number of positions (trea-
surer, committee chairman
and such) held by applicant
in the organizations.

Any accounting or bookkeep-—
ing experience considered
advantageous during the
interview.

Any other work experience con-
sidered advantageous in
the interview.

Overall grade-point average at
time of interview.

Number of hours for which the
letter grades A or B have
been earned.

Number of hours for which the
letter grade C has been
earned.

Number of hours for which the
letter grades D or below
have been earned. '

Accounting grade-point average
at time of interview.

Number of hours in accounting
for which the letter grades
A or B have been earned.

Number of hours in accounting
for which the letter grade
C has been earned.

Number of hours in accounting
for which the letter grades
D or below have been earned.

Number of hours in English
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29

30

31
32
33
34
35
36

37

38
39

40
41
42

43

44

EDE

DEGREE
GRTREN***
PREP***
POTISE***

COMM**x*
INITQ***

INTQ**%

TR* ¥*k
COMT %% %

ATTR***
DHYS***
HAIR* %

OFFER

MAXPAY

courses for whica the let-
ter grades A or B have been
earned.

Number of hours in English
courses for which the let-
ter grade C has been earned.

Number of hours in English
courses for which the let-
ter grades D or below have
been earned.

Other undergraduate degrees:
No = 0, Yes = 1.

Grade trend for past year to
eighteen months.

Preparation for interview(s).

Ease of handling interview(s).

Ability to communicate.

Self-evaluation of the number
of questions or comments
initiated by respondent
during the interview as
compared to other students.

Self-evaluation of the intens-
ity of questions raised by
the respondent as compared
to other students.

Willingness to travel.

Self-evaluation of the commit-
ment of the respondent to
the accounting profession
based on association with
fellow accounting majors.

Self-evaluation of business
attire.

Self-evaluation of physical
attributes.

Self-evaluation of style of
hair.

Received entry-level eaploy-
ment offer from an inter-
national accounting firm:
No = 0, Yes = 1,

Maximum annual salary offer
received with an employ-
ment offer.

*Student responses were solicited only if items 13 arnd
17 through 19 were acknowledged to the recruiter.

#%As described in Chapter 2, all grade-point averages
were converted to two-digit whole numbers.

#*x*Ttems 32 through 42 were based on a 5-point Likert
scale as descrikted in Chapter 2.
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Hypothesis 1 required‘one categorical dependent variable,
OFPFER (variable 43), which took on the values of 0, 1. When
the discriminant function was tested for its predictive
ability, the value of 0 denoted that the subject was
expected not to receive an offer of employment from an
international accounting firm, whereas the value 1 denoted
that an offer wvas expected. Independent variables X,
through X, were included in the analysis based on their
relevance to the discussion in Chapter 2.

Hypothesis 2 utilized the categorical dependent variable
SEX (variable 2) while the independent variables only for
students who were successful in obtaining an entry-level
employment were included 1in the analysis. Thus, the
variable SEX was converted from an independent variable as
in Hypothesis 1 to the dependent variable in Hypothesis 2.

Hypotheses 3 and 4 used the same independent variables
described for Hypothesis 1 with one exception. A major
difference was that the functions derived for males and
females respectively were based on the selection of males
only for that analysis, and the selection of females only
for Hypothesis 4. In btoth cases, the categorical dependent
variable was OFFER.

For Hypothesis 5, the categorical dependent variable was
to be RACE (variable 7) whereas the selection of subjects
for the analysis was to be 1limited to those successful in

receiving an employment cffer from an internatiocal firm.



All other independent variaktles, other than OFFER and kACE,
were to be nused in the analysis which was precluded due to
limited response.

Regression analysis was used for Aypothesis 6. As such,
Hypothesis 6 required a metric dependent variable. The
dependent variable used was an additional variable requested
on the survey instrument. Repondents were asked to identify
the maximum salary offer they received during the interview
process. This variable was defined as MAXPAY (variable 43)
and represented the maximum annual salary offer received.
The analysis was naturally limited only to those students
who were successful in their pursuit of an employment offer
from an international firm.

As discussed above, the analyses for Hypotheses 7 and 8
were based on the protabilities cf reasons for selecting
accounting as a career and the proportion of females in the
survey compared to the proportion of males receiving

employment offers from the international firms.

THE DATA COLLECTION PROCEDURES

The typical relationships entailed 1in the recruitment
process are among the recruiter, the student, and the
accounting faculty. Based on the Adams study of student
perceptions, faculty recommendations hold a relatively low
importance overall (see Table 2). At the same time, faculty

input is sought by the recruiters as evidenced by the



request for such information on the candidate evaluation
forms. The thrust of this study was not directed to
accounting faculty members because of their tertiary
involvement in recruiting. The impact of faculty
recommendations was captured, however, through the
measurement of a student's membership in honorary
organizations and grade/grade- point information.

A secondary source of participation in this study was
that of recruitment personnel. The recruiter must
assimilate the <characteristics held by perhaps a dozen
students during a single interview session. The recruiter
must reach a decision regarding potential employment in
every case, by balancing the student's qualifications with
the firm's needs. Undoubtedly, the recruiter, through his
decision process, 1is an important variable with respect to
an 1individual student's attempt to obtain an employment
offer. A strong case can be arqued that the recruiter is a
vital factor in interviewing and, therefore, should be the
main participant in this study. However, students who
possess the general qualifications desired by international
accounting firms run minimal risk of being passed over by
the recruiters for several firms. Even if some of the ftirms
overhired in a previous recruiting session, it is doubtful
that a qualified applicant would go unnoticed by all of the

firms.



The two —reasons stated above, that an individual
recruiter and/or the single office of a firm cannot
significantly affect the overall recruiting efforts for a
group of qualified students, 1led to the decision that this
study should be addressed to the student participant.
Nevertheless, ’ the rpredcminant viewpoint of recruitment
rersonnel was captured in the 1list of characteristics via
discussion, survey results, and review of candidate
evaluation forms and recruitment files as discussed 1in

Chapter 2.

An important arqument to support the use of students as

the questionnaire respondents is that it is the
characteristics of the students which are being
investigated. By usinqg students as the decision-makers in

the self-evaluation ani other sections of the questionnaire,
a discriminant analysis model was developed which would
perait students to supply their characteristics in an
identical manner in the future. Since Hypotheses 1 through
5 were concerned with the differences in the characteristics
of students who completed the questionnaire after the
employment-offer decision had been made, the effect of the
recruiter as a vital factor was overshadowed. The
characteristics thus stand alone.

The use of students as subjects in pehavioral accounting

research is a prevalent approach. Ashton and Kramer state

that ". . . studies which have focused on decision making



have found considerable similarities 1in the decisions and
the apparent underlying information-processing behavior of
student and non-student groups.”40 While some would believe
that this study could more properly have been directed to
recruiters, the characteristics used by recruitment
personnel 1in the decision-making process of employment
offers were considered. The input to the study, in
particular the self-evaluation by students, may have
generated similar results if completed by recruitment
personnel. Ashton and Kramer indicated that Y. . . the
available evidence suggests that real-world decision makers
(e.g. recruiters) possess the information-processing
characteristics and biases that are -extremely similar ¢to
that of their student counterparts."4! In conclusion, tae
selection of students as the primary participants in this
study was predicated on the belief that the rodels will be
most beneficial to students, and the @models may ke
replicated by students as a predictive tool to measure their
employment potential with an international firm. A major
strength of this study 1is that students are not used as
surrogates for another group: students in this case are the

actual population being studied.

40 Robert A. Ashton and Sandra S. Kramer, "Students as
Surrogates 1in Behavioral Accounting Research: Some
Evidence," Journal of Accounting Research, Vol. 13, No. 1
(Spring, 1980), p. 1.

*t  Ibid., p. 3.



The selection of the eight universities from which to
choose students was done on the basis of two factors: n

the emphasis by the universities on student preparation for

public accounting service, and (2) their geographical
location. Each of the universities 1is accredited by the
American Assembly of Collegiate Schools of Business. Seven

of the eight universities have active Beta Alpha Psi
chapters whereas the eighth bhas an accounting student
organization which 1is similar in function to a Beta Alpha
Psi chapter. Students from these universities were assumed
to represent a homogeneous population in that they attend
institutions of higher 1learning in a similar region of the
country and receive similar input related to career goals

and education.

The Sample Selection

—_—

Gaining access to the population would have been a
formidable task and this hurdle represents both a strength
and a limitation of this study. The cost, time, and required
appointments to administer the surveys personally was of
such a magnitude as to make this approach infeasible from a
cost-benefit viewpoint. For example, the Ashton and XKramer
study involved only thirty volunteer subjects enlisted from

one auditing course at one university.%2 Adequate coverage




of the selected population would have required access to
multiple senior-level courses at each of the universities in
eight different cities.

A direct mail survey was not possible because of the lack
of publically-available or accessible sources of names and
addresses for the student populations. One possible source
of the names of the students involved was the registration
sheets at the universities on which students select
available 1interview times with the international Zfiras.
Investigation revealed that the universities did not retain
these lists nor would they make available this information.
A second source was the summary interview 1lists maintained
by some of the accounting firms thenmselves. However, the
firms chose not to make this information available, and, in
some cases, did not retain this information.

The final choice was to gain access to the students
through the student accounting organizations. Presidents of
the Beta Alpha Psi chapters at the seven universities and
the student accounting association at the eighth university
agreed to aid in the dissemination of questionnaires. The
questionnaires were mailed to the student officers with

aquidance as to their distribution. Suggestions included the

following: (1) wminimal disruption of accounting classes as
possible, (2) announcement to senior-level accouanting
classes containing students to be surveyed and, (3) the
limitation of distribution to undergraduate accounting



majors who had interviewed with the international firms.
Fmphasis was placed on the inclusion of students in general,
not just Beta Alpha Psi/ accounting association members, and
the need for responses frcm students who interviewed whether

or not they received an employment offer. Addressed,
stanped envelopes were provided for the return of the
gquestionnaires. The student officers were encouragded to

call the researcher collect if any questions arose.

Follow-up calls were placed to the student officers to

determine that distribution of the gquestionnalires was
proceeding well. As added encouragement to the student
officers, emphasis was ©placed on the 1importance of the

survey to future accounting students and the faculty menbers
who advise them. A final appeal for assistance was
supported by the promise that a copy of the findings of this
study would be provided to each accounting department where
students participated in the survey. Copies of the
correspondence are included in Appendix A.

The selection of individual students for this survey used
a technique called representative sampling.®3 This involves
choosing a sample which the researcher considers to be
typical or representative of the population.** The

disadvantage of this approach is that the estimators based

43 yilliam Mendenhall, Lyman Ctt, and Richard L. Scheaffer,
Slementary Survey Sampling {(Belmont, <Calif.: Wadsworth
Publishing Company, Inc., 1971), p. 32.

+4+ TEBigd.



on such a sample cannot be evaluated. This limitation was
overcome by the use of an analysis sample and holdout
samples as described previously. Also, the determination of
models using discriminant analysis was enhanced by the use
of prior probabilities which matched those of the sample
data as opposed to what would ke encountered in the true

populations.

SUMMARY
Chapter 3 has presented an overview of the type of study
at hand, 1including a discussicn of the research objectives
and hypotheses, the statistical techniques, the dependent
and independent variatles, and the data collection
procedures. As a synopsis of the discussion related to the
research hypotheses and the statistical techniques, Table 13

below provides a recapitulation of the 1issues and

methodology chosen.
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TABLE 13

Hypotheses and Research Methodology

HYPOTHESIS

1

ISSUE

Difference in characteristics
of students regarding offer
versus non-offer status

Difference in characteristics
of male and female students
who receive employment offers

Difference in characteristics
of male students regarding
offer versus non-offer status

Di fference in characteristics
of female students regarding
of fer versus non-offer status

Difference in characteristics
of Caucasian and non-Caucasian
students who receive employ-
ment offers

Relationship ketween the sal-
ary offer and the employment
variables of students receiv-
ing employment offers

Independence between the rea-
sons for selecting accounting
as a career and the receipt
of an employment offer

Difference in proportions of
female students and of male
students receiving employ-
ment offers

Discriminant
analysis

Discriminant
analysis

Discriminant
analysis

Discriminant
analysis

Discriminant
analysis

tuiltiple
regression

Chi-square
test of
independence

Chi-sgquare
test of
homogeneity
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Chapter 4

RESULTS AND INTERPRETATION OF RESEARCH

Chapter 4 presents the results obtained from testing each
of the research hypotheses presented in Chapter 3. The
presentation of the findings for each hypothesis 1is

generally given in the following manner: (1) the purpose of

each hypothesis 1is reintroduced, (2) the variables and
their wunstandardized and standardized coefficients are
presented in tabular form at different 1levels of
significance, (3) discussion is offered to explain the

models and interpret the meaning of the variables, and (4)
the ability of certain of the models to predict correctly,
for instance the receipt of an enmployment offer, is
presented in tabular form. Also presented are general
profiles of the characteristics and viewpoints of a typical
accounting student who successfully and unsuccessfully
interviewed for an employment offer from an international
accounting firm.

Questionnaire responses were received from 172 students
representing eight universities from the southwestern region
of the United States. As discussed in Chapter 3, these 172

responses were divided into the analysis sample and the



holdout sample for testing some of the hypotheses. The
analysis sample was defined as the questionnaire responses
selected at random from the total 172 responses for the
purpose of deriving the discriminant models. The holdout
sample was the remaining related responses which were not
selected to be vpart of the analysis sample. Fifteen
additional responses were also acquired from a university in
the midwestern section of the United States. To test if the
model might be useful +to the students at this midwestern

university, and perhaps other wuniversities, the model was

applied to the fifteen responses (called the external

sample) . In this manner, the applicability of the model to
students beyond the original eight universities vas
evaluated. Table 14 presents a frequency analysis for

selected characteristics of the 172 questionnaire responses
from the southwest. These characteristics were selected
because they are either of ©particular concern to accounting
students (e.qg. married versus not married), or else they
were not intended to be tested or could not be tested on the
basis of the responses to this study; the general

relationships shown are nonetheless of interest.



8 1
| |
i TABLE 14 !
| |
| Analysis of Responses from the Southwest Region l
] |
| i
I Actual Group |
} Characteristic __Offer_ _ Non-3ffer |
! of Respondent Number (%) Number (&) I
| |
| All 124 (72%) 48 (28%) |
| |
i Male 69 (71%) 28 (29%) |
] Female 55 (73%) 20 (27%) |
| |
| Caucasian 120 (72%) 47 (28%) {
| Nor-Caucasian 4 (80%) 1 (20%) |
| |
| Married 25  (37%) 43 (63%7) |
| Not Married 39 (95%) S ( S5%) |
| ]
{ Male-Married 16 (38%) 20 (62%) |
| Female-Married 9 (35%) 17  (65%) |
| |
] Male—Not Married 53 (96%) 2 ( 43%) |
| Female-Not Married 46 (9u4%) 3 { 6%) i
| |
L d

HYPOTHESIS 1

The first hypothesis was established for two fundamental
reasons: (1) to derive a discriminant model (function) that
indicated the qualifications and personal characteristics of
students which were significantly different for those
students who received an entry-level employment offer from
an international accounting firm versus those students who
did not receive an employment offer, and (2) to test the

predictive power of the discriminant function on the basis

of a holdout sample from the same population for which this



function was derived. To test i1f the model might be useful
to students at other universities, that is, to test the
external validity, the model was wused to predict tnhe
employment offers to the external sample of students from a
different university.

To consider the sensitivity of the variables selected, a
discriminant analysis was performed at four different levels
of significance: 0.001, 0.010, 0.050, and 0.100. Table 15
summarizes the results of these analyses. The numbers
preceding the variable rames indicate the order in which the
independent variables appeared in the model. This is true
for all tables which present the functions corresponding to

their respective hypotheses.

*Not significant.

1] 1
| |
| TABLE 15 |
| |
| Tnstandardized Discriminant Functions for Hypothesis 1 |
] |
| |
| Unstandardized Coefficients of Variables Significantly |
| _ Affecting Employment OZfers ___________ I
! |
| Levels of Significamce_ ____ |
I Variable 0.001 0.010 0.030 0.100 I
| |
| Constant -8.5665 -8.5665 -8.0090 -8.5783 |
| 1. AGPA 0.1542 0.1542 0.1241 0.1124 ]
| 2. POISFE 0.8639 0.8639 0.7923 0.6563 |
| 3. BAP * * 1.0468 1.0829 |
| 4. INTOQ * x * 0.3794 |
| 5. DEGRET * % * 1.9277 |
| 6. SCHOL # * * 0.0191 |
| I
I I
| |
L a1

|
|



The 0.001 anrd 0.010 Significance Levels

The discriminant models developed at the 0.001 and 0.010
levels of significance were identical. Each model contained
a constant and two independent variables. Table 16 presents

the standardized coefficients.

*Not significant.

1 1
|

} TABLE 16 }
{ |
| Standardized Discriminant Functions Derived for {
i Hypothesis 1 ]
| |
| |
| Standardized Coefficients of Variables Significantly {
{ Affecting Employment Offers |
| |
1 Levels of Sigqnificance _— |
| Variable 0.001 D.010 0.050 0.100 |
| ]
| 1. AGPA 0.7906 0.7906 0.6366 0.5764 |
| 2. POISE 0.6760 0.6760 0.6200 0.5136 |
{ 3. BAP * * N.4577 0.4735 )
| 4. INTQ * * * 0.3104 |
) 5. DEGREERE * * * 0.3551 |
| 6. SCHOL * * * 0.3168 |
1 |
] |
] |
L d

The first two independent variables (or measures of
students' characteristics) to appear in the model were AGPA
{accounting grade- point average) and POISE (the ease of
handling interviews as measured by the students who have
completed interviewing). (Reference is made here to the
list in Chapter 3 for the definitions of other variables

which are discussed below.) As discussed in Chapter 2, the



AGPA may be considered as indicative of a student possessing
intelligence, technical competence, and motivation
(ambition). By being the very first characteristic to enter
the function, AGPA must be viewed as potentially the most
discriminating variable for accounting students in the
survey who sought entry-level employment with the
international accounting firms. The standardized
coefficients shown 1in Table 16 indicate that it was
relatively the most important variable to enter the model:
it had the largest effect on the offer of employment. This
was one of the most important £findings of the study,
especially in that it supprorted what many people believed to
be the case.

Other variables in the analysis also represent measures
of intelligence, technical competence, and ambition;
however, these were not included in the model: OGPA, AB,
AAB, EAB, and perhaps SCHOL, BAP, and HONOR, if broadly
interpreted. Variables AC, ADE, EC, EDE, and the 1like,
representing average and below average measures of
intelligence, would also ke considered positive measurements
of intelligence if preceded by negative coefficients.
Nonetheless, of all the variakles included in the analysis
designed to capture evidence of intelligence, AGPA is the
mrost statistically significant characteristic. The
technical and motivational gualities sought in entry-level

candidates, as seen by their being recorded on candidate



evaluation forms, appear to bLbe captured by the variable
AGPA.

POISE, the second 1independent variable to enter the
discriminant function, was the variable name for the ranking
that students gave themselves for the "ease with which you
handle interviews." The meaning of this variable should be
regarded to encompass the student's gelf-image: as such, it
includes the student's ability to communicate, personality,
maturity, bearing (manner, attitude, or self-confidence),
and, perhaps, physical appearance. Taken together, AGPA and
POISE can be viewed as illustrative of a self-assured
student: one who has proved his ability and is confident in
his outlook.

Table 17 presents the classification matrix related to
the predictive ability of the discriminant function
developecd at the 0.001 and 0.010 1levels of significance.
The purpose of the table, and similar tables to follow, 1is
to give an indication of the strength of the discriminant
model derived. The model was derived from the information
contained in eighty-six questionnaire responses, previously
defined as the analysis sample for Hypothesis 1, selected at
random from the total 172 responses from the southwestern
region of the Inited States. In the case of Hypothesis 1,
Table 17 displays the results of the model's prediction that
a student would receive an employment offer or not. The

analysis sample section of the table indicates that the



model correctly predicted 95.0% of the students from the
analysis sample who, in fact, did receive emnployment offers
from the international accounting firms. The model did not
pecrform as well 1in correctly classifying students from the
analysis sample who did not receive an employment offer
(42.3%) . The hit-ratio (i.e., percentage of correctly

classified students) in the analysis sample was 79.1%.

TABLE 17

Classification Matrix for Hypothesis 1: 0.001 and
0.010

Predicted-Group Percentage

i i
i |
| |
l 1
| |
] i
| ]
] |
| |
| Actual Group Number HMembership Correctly i
| Membership of Cases  Non-Offer QOffer (Classified |
i |
| Analysis |
| Sample: |
| Non-Offer 26 11 15 42.3% |
i Offer 60 3 57 95.0% i
| Hit-Ratio = (11+57) /86 = 79.1% |
{ i
| Holdout |
| Sample: |
| Non-Offer 22 13 9 59.1% |
] Offer 64 7 57 89.1% |
| Hit-Ratio = (13+57) /86 = 81.4% ]
|

| Total :
] Sample: |
| Non-Offer 48 24 24 50.0% 1
1 Offer 124 10 114 92.0% ]
| . Hit-Ratio =(24+114) /172 = 80.2% |
I

I External :
| Sample: |
1 Non-Offer 6 2 4 33.3% |
] Offer 9 1 8 88.9% |
i Hit-Ratio = (2+8) /15 = 66.7% |
| |
L] . |




Nevertheless, 1in correctly classifying students in terms
of their receipt of employment offers, the model performed
tetter than chance. This assertion is supported by the
calculation of the proportional chance criterion mentioned
in Chapter 3. The proportional chance criterion was used to
determine if the percentage of correct classifications wvas
significantly larger than would be expected by chance. For
the analysis sample, the proportional chance criterion for
correct classification is 57.8%. It has been suggested
that, if the classification accuracy is at least 25% greater
than by chance (57.8% 1in this case), the model perforuas
significantly better than by chance classification.4S5 Thus,
the measure of significance for the analysis sample is
approximately 72.3% and, since the hit-ratio is 79.1%, the
model correctly classifies significantly better than
expected by chance.

Since the model was derived entirely from the information
in the analysis sample, a better indication of its
predictive ability is obtained from the holdout sample. The
holdout sample was the remaining eighty-six dquestionnaire
responses which were not selected at random to be part of
the analysis sample. The discriminant function generally is
biased toward superior classification of the analysis sample
for this reason; however, the hit-ratio for the holdout

sample was slightly higher (81.4%) than for the analysis

45 Joseph F. Hair, Jr., et al., Multivariate Data Apalysis,
p. 103.
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sample. The function correctly classified 89.1% of the
successful candidates and it improved to a correct
classification of 59.1% of the unsuccessful candidates.
Since the hit-ratio was 81.4% and the minimum acceptable
classification accuracy was 72.3%, the model <classified
significantly better than expected by chance.

The discriminant function predicted the group membership
for the external sample, composed of information about
fifteen students from a different geographical 1location,
reasonably well. Again, it correctly predicted the
successful students well (88.9%) but did not perform as well
on the prediction of unsuccessful students (33.3%). This
may be explained by the small sample size for the external
group or the limited input from the unsuccessful candidates.
The discriminant function did predict the successful

students' classification well in all cases, and this finding

should add to its external validity.

The 0.050 Significance Level

At the 0.050 1level of significance, membership in Beta
Alpha Psi (BAP) entered the discriminant function as the
third independent variable. Membership in Beta Alpha Psi
indicated not only above average academic performance, but
also a certain amount o¢f dinterest 1in group- oriented
activities and sociability on the part of students. It

provided students an excellent opportunity in many cases to



come into contact with some of the actual professional
people with whom they ultimately interviewed. Consequently,
this exposure allowed the students to develop a rapport with
the recruitment personnel which may have made them more at
ease during the interview process. Membership in Beta Alpha
Psi appeared to represent evidence of the personal and
technical qualities captured on candidate evaluation forms
as shown in Tables 8 through 12, Chapter 2.

In summary, the main purpose of testing Hypothesis 1 was
to determine the gualifications and personal characteristics
of students which were significantly different for those who
received an employment offer as compared to those who did
not. Knowledge of the coefficients of the variables 1in
Table 15 also nade “possihle the calculation of the
individual Z-score for each candidate. The Z-score can be
compared to the probabilities of employment offers shown in
Appendix D. The probabilities must be interpreted from the
viewpoint that they serve only as broad indications of the
potential receipt of an employment offer. While only the
extreme Z-scores should be viewed with any degree of
confidence, the presence of some indication should be better
‘than none at all.

Table 18 presents the classifibation table related to the
predictive ability of the discriminant function including
three independent variables (AGPA, POISE, and BAP) derived

at the 0.050 significance level. The hit-ratios for the
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analysis and external samples were the same as for the
function derived at the 0.001 and 0.010 significance levels.
Since the holdout sample hit-ratio is virtually unchanged
from the original model, little improvement to the
discriminating ability of the function occurs with the

inclusion of the variable BAP.

TABLE 18

Classification Matrix for Hypothesis 1: 0.050

Predicted-Group Percentage

r RJ
] |
] ]
| {
| |
] l
| |
| |
| Actual Group Number Membership Correctly |
] Membership of Cases Non-Offer Offer Classified |
l |
| Analysis |
| Sample: |
1 Non-0ffer 26 13 13 50.0% |
| Offer 60 5 55 91.7% [
| Hit-Ratio = (13+55) /86 = 79.1% |
| |
i Holdout ]
| Sample: |
i Non-Offer 22 12 10 54.5% |
| Offer 64 7 57 89.1% |
| Hit-Ratio = (12+57) /86 = 80.2% |
) |
| Total |
| Sample: |
| Non-Offer 48 25 23 52.1% |
i Offer 124 12 112 90.3% )
| Hit-Ratio =(25+112)/172 = .79.7% |
i

| External :
{ Sample: |
] Non-Offer 6 2 4 33.3% |
| Offer 9 1 8 88.9% |
i Hit-Ratio = (2+48) /15 = 66.7% |
| l
L 4
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The 0.100 Significance Level

Three additional independent variables were added to the
discriminant function when it was developed at the 0.100
level of significance. These variables were INTQ (intensity
of the questions initiated by the applicant during the
interview as compared to other students), DEGREE (applicant
held other undergraduate degree), and SCHOL (per ceat of
college expenses paid by scholarship or grant duriang college
career). The variable INTQ may provide further evidence of
the student's ability and willingness to conduct meaningful
communication during the <course of an intervievw. This
characteristic would be beneficial to someone at entry-level
employment with a puoblic accounting firm because of the
frequent required conversations with clients. The variable
DEGRFE may be interpreted as showing proof of motivation (in
the acquisition of an additional degree) or maturity (both
in age and 1in seeking a more active or more desirable area

of employment). The variable SCHOL may not only be another

surrogate for 1intelligence, but also an indication of
faculty recommendation. - Table 19 presents the
classification table for this function. The addition of

three more 1independent variables to the function does not
seem to warrant the reduction 1in the level of significance.
Based on a review of the hit ratios, 1little improvement in

discrimination was gained by their inclusion in the model.
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TABLE 19

Classification Matrix for Hypothesis 1: 0.100

Predicted-Group Percentage

"'-'-._"—-__-"'-‘__""—'—'—‘.-"‘.‘"“""’-."‘"_-‘-—'_.“‘-——'ﬂ

1

1

|

l

|

|

|

{

Actual Group Number Membership Correctly |
Membership of Cases Non-Offer Offer Classified |
l

Analysis |
Sample: |
Non-Offer 26 14 12 53.8% I
Offer 60 6 54 90.0% |
Hit-Ratio = (14+54) /8 = 79.1% §

|

Holdout |
Sample: |
Non-0Offer 22 15 7 68.2% l
Offer 64 3 56 87.5% ]
Hit-Ratio = (15+56) /86 = 82.6% |

i

Total |
Sample: )
Non-Offer 48 29 19 60.4% ]
Offer 124 14 110 88.7% |
Hit-Ratio =(29+110) /172 = 80.8% |

|

External ]
Sample: }
Non-Offer 6 2 4 33.3% |
Offer 9 1 8 88.9% |
Hit-Ratio = (2+8) /15 = 66.7% |

|

" )

HYPOTHESIS 2

Once it was determined that there was a significant
difference in the characteristics of accounting students who
were and were not successful 1in receiving employment offers
from the international accounting firms, a second objective
was to determine if there was a difference in the

characteristics of male and female accounting students, all
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of whom received employment offers. The purpose of this
hypothesis was to ascertain if significantly different
standards were used in making employment offers to male
versus female accounting students. This was accomplished by
deriving a discriminant model that indicated the specific
characteristics that significantly separated the successful
male from the successful female students. Hypothesis 2 was
tested by using the data for all successful male and female
accounting students (133) from the southwest and midwest
samples. Of the total successful students, ©62 were female
and 71 were male; consequently, prior probabilities for the
analysis were 0.47 and 0.53, respectively.

Hypothesis 2 was tested at the 0.100 1level of
significance iﬁ. order to allow all potentially meaningful
variables to enter the model. The following variables,
entering in the order given below, formed the discriminant
model for Hypothesis 2: (1) WT (weight of student, 1in
pounds) ; (2) EC (the number of hours in non-literature
English courses for which the letter grade C was earned ) ;
(3) OTHER (per <cent of college expenses paid from sources
other than parental support, personal loan, scholarship or
grant, and working) ; (%) ACEXP (any accounting or
bookkeeping experience *acknowledged during the interview
which the student considered advantageous); and (5) ELECT
(the number of positions in honorary and social

organizations acknowledged during the interview). Table 20
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presents the standardized coefficients for the significant

variables.

\ L}
| |
| TABLE 20 |
{ {
| Discriminant Function for Hypothesis 2: 0.100 |
| !
i |
) Standardized |
I Variable Coefficient |
i |
} 1. WT 1.00911 |
| 2. EC 0.32451 i
} 3. OTHER 0.23472 |
| 4. ACEXP -0.22492 {
l i
[l Jd

In view of the purrose of Hypothesis 2, analysis and

holdout samples were not utilized (i.e., the predictive
power of the model was not investigated). However, a review
of the discriminating variables was pertinent. The function
derived for Hypothesis 2 discriminated between successful
accounting students on the basis of the variable SEX (with
0=female and 1=male). An independent variable which entered

the discriminant function with a positive coefficient was

interpreted as a characteristic that related to male
students primarily, whereas a negative coefficient for a
significant independent variable indicated that tae
characteristic related essentially to female students. In

other words, A positive coefficient causes the discriminant
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score for the student to be of a more positive magnitude and
the discriminant function would more readily classify the
student as nmale.

The first three independent variables to enter the

discriminant function, WT, EC, and OTHER, had positive
coefficients. The inclusion of WT (weight), which was a
general surrogate for Mappearance," had no meaning other

than that the successful male students tended to weigh more
than female students. The inclusion of EC showed that

successful male students earned more C letter grades in

English courses than did their female counterparts. In
other words, the female students tended to do better in
English courses than did the male students. The variable

OTHFR indicated, statistically, wmore successful male than
female students received funding of college expenses from
sources other than parental support, personal loan,
scholarship or grant, or self-support through working. The
predominant other sources included the receipt of Social
Security and Veterans Administration benefits, and the use
of personal savings or spouse support. Generally speaking,
it appeared that the wives of married male students worked
to put the male through cocllege.

The final two independent variables to enter the model,
ACEXP and ELECT, had negative coefficients. This showed

that having accounting/bookkeeping experience and holding

positions in honorary and social organizations generally was
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more strongly related to the successful female than male
students.

The hit-ratio for Hypothesis 2 was 96.2%; that is, the
discriminant model <corresponding to Hypothesis 2 correctly
classified as being male versus female 96.2% of the 133
students . The function correctly classified 98.4% of the
62 female students and 94.4% of the 71 male students. These
high classification rates added credence to the variables
which discriminated between the two groups. None of the
variables corresponding to Hypothesis 1 were significantly

different for successful male and female students.

HYPOTHESIS 3

The objective of Hypothesis 3 was to derive for male
accounting students only a discriminant function from the
analysis sample and to test its predictive power on the male
students from the holdout and external samples. The
discriminant model corresponding to Hypothesis 3 was derived
from the data for the male accounting students (48) included
in the analysis sample selected for Hypothesis 1, and the
predictive power of the model was tested by classifying the
male students in the holdout sample (49) and the external
sample (6) . The discriminant fanction was derived as
discussed previously for Hypothesis 1 using the same four
significance levels. Table 21 shows the results of the

analysis in terms of unstandardized coefficients, while
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Table 22 presents the standardized coefficients derived for

the model correspoanding to Hypothesis 3.

TABLE 21

Unstandardized Discriminant Functions for Hypothesis 3

Unstandardized Coefficients of Variables Significantly
Affecting Employment Offers to Male Students

Levels of Significance

Variable 0.001 9.010 0.050 0.100

Constant -1.5749 =-1.5749  2.1579  1.3287
1. BAP 2.3624  2.3624  1.7108  1.2546
2. INTQ * * 0.9210 0.9210
3. DEGREE * * 2.4256 2.8898
4. AGE * * -0.2914 -0.2909
5. AB * * * 0.0136

*Not significant.
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