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(ABSTRACT)

A number of behavioral studies have suggested that, where professionals are
employed in bureaucratic organizations, there can be serious conflicts between the
norms of one’s profession and those of one’s employing organization. Known as
organizational-professional conflict (OPC), this conflict has been associated with
dysfunctional organizational outcomes, including increased turnover and de-
creased job satisfaction among professional employees. Previous studies of this
phenomenon have been performed with respect to several professions, including
public accounting and internal auditing, as well as engineering and other non-
accounting professions. Until now, however, the antecedents and consequences

of OPC have not been studied in the emerging profession of management ac-

counting.

Questionnaires were mailed to 599 members of the National Association of
Accountants. A 47-percent response provided a usable sample of 281, of whom

201 are management accountants. Variables measured included organizational



commitment, professional commitment, and conflict between accountants and
their supervisors regarding the professional status of management accounting
(SSCON), which are hypothesized antecedents of OPC; OPC itself; and job sat-

isfaction and turnover intent, which are hypothesized consequents of OPC.

The correlation and regression models depicting the hypotheses were sup-
ported by the data, and all were significant at alpha =0.05, with the relationships
in the predicted direction. A path model, which depicts hypothesized relation-
ships as causal linkages was constructed and tested. The model was supported
by the data: OPC explained 16 percent of the variance in turnover intent for
non-CMAs, 23 percent for CMAS; and it explained 15 percent of the variance in

job satisfaction for non-CMAs, 11 percent for CMAs.

The hypothesized antecedents of OPC explained 38 percent of the variance in
OPC for non-CMAs, 45 percent for CMAs. The variable SSCON, which has not
appeared in previous studies, was a significant predictor of OPC (p = 0.004) for
CMAs, but it was not significant (p = 0.059) for non-CMAs. The most impor-
tant predictor of OPC turned out to be organizational commitment, which was
highly significant for both groups: p < 0.0001 for non-CMAs, and p = 0.0002
for CMA:s.
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Chapter 1
INTRODUCTION

Management accountants, like other professionals employed by organizations,
often find themselves in positions that are characterized by multiple, and some-
times conflicting, goals or requirements. The resulting conflict stems from two
legitimate, yet distinct, and sometimes contradictory, sources of authority, which
must coexist in any organization that hires professional employees. According to
Peter Blau:

Professional authority rests on the certified superior competence of the ex-

pert, which prompts others voluntarily to follow his directives because they

consider doing so to be in their own interest. Bureaucratic authority, in con-
trast, rests on the legitimate power of command vested in an official position,

which obligates subordinates to follow directives under the threat of
sanctions.’

! Blau, Peter M., “The Hierarchy of Authority in Organizations,” in Heydebrand, Wolf
V. (ed.), Comparative Organizations: The Results of Empirical Research, Englewood
Cliffs, NJ: Prentice-Hall, 1973, p.546.
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If one perceives that an employer’s requirements are in disagreement with the
technical or ethical standards of one’s profession, the resulting condition has been
termed organizational-professional conflict, or OPC.? OPC has been studied with
respect to several of the professions, and in some cases it has been found to pre-
dict important organizational consequences, including the professional employee’s
job satisfaction and an expectation of leaving the organization (migration tend-

ency or turnover intent).

Most of the attention that the accounting-related professions has received in
the OPC literature has been focused on U.S. certified public accountants (CPAs)
and Canadian chartered accountants (CAs), employed by large public accounting
firms. Accountants employed by industry, government, and other nonprofes-
sional organizations may not share the same attitudes, goals, concerns, and con-

flicts as those accountants in the large public accounting firms.

Being professional organizations by their nature, public accounting firms are
owned and managed by persons who are members of the same profession as their
professional employees. Previous research has suggested that there may be sig-
nificant differences in the level of OPC between professionals working in profes-
sional organizations and those working in nonprofessional organizations, with ‘the
OPC tending to be greater in nonprofessional settings than in professional set-

tings. Therefore, although OPC has been found to exist in public accounting

3 For example: Aranya, N., and K. R. Ferris, “A Reexamination of Accountants’
Organizational-Professional Conflict,” The Accounting Review, January 1984, pp. 1-15.
This study is described in Chapter 2.
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firms, the literature suggests that it may be more pronounced in management

accounting than in public accounting.

Management accountants are salaried professional employees within a non-
professional organization. Their typical employers are manufacturing and mer-
chandising corporations. Management accountants’ responsibilities include the
recording and summarizing of all financial activities of the firm, preparation of
budgets and other reports to be used by management for planning and control
purposes, and the preparation of financial statements for submission to owners,
creditors, employee organizations, taxing authorities, and other government
agencies. Clearly, the management accountant must please the employer if the
relationship is to continue; however, the accountant may believe in an even higher
level of accountablility to directors, stockholders, creditors, and government
agencies, and to the ethical and technical standards of the accountant’s profes-
sion. When the goals or demands of one’s organization conflict with professional
ethics or standards, implying the existence of OPC, difficult and sometimes per-

ilous choices have to be made by the professional employee.

During the past several years, a research methodology and a tentative de-
scriptive model have begun to evolve in the literature dealing with the relation-
ships between professionals and their organizations, in which the antecedents and

consequences of OPC are identified and measured.® Until the present study, this

3 Two of the OPC studies that are reviewed in Chapter 2 are: Aranya, Nissim, and
Kenneth R. Ferris, “A Reexamination of Accountants’ Organizational-Professional
Conlflict,” The Accounting Review, January 1984, pp. 1-15; and Harrell, Adrian,
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line of research has not been extended into management accounting, except for
small numbers of management accountants who were, by chance, included in
samples selected for studies of U.S. certified public accountants (CPAs) and
Canadian chartered accountants (CAs). Because of these small samples, and
because the research questions and methodologies were directed primarily at is-
sues of interest in the public accounting context, previous studies have shed little

light on the OPC problem among management accountants.

Because management accounting has recently taken on some of the charac-
teristics of a profession (including a code of professional ethics and a certifying
examination), and because some of its leaders have expressed the goal of having
management accounting recognized as one of the true professions, it has become
more importavnt and more relevant for the management accounting profession to
be studied in terms of how it is similar to and different from other accounting-

related professions, in terms of the causes and consequences of OPC.

An Overview of the Study

Questionnaires were mailed to 599 members of the National Association of

Accountants (NAA), which is the largest professional organization composed

Eugene Chewning, and Martin Taylor, “Organizational-Professional Conflict and the
Job Satisfaction and Turnover Intentions of Internal Auditors,” Auditing: A Journal
of Practice and Theory, Spring 1986, pp.109-121.
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mainly of management accountants in the U.S. Of the 281 responses (46.9 per-

cent), 201 indicated current employment as management accountants.

The hypotheses under examination, which are developed in Chapter 3, are
concerned with (1) the factors that appear to cause OPC in management ac-
countants and (2) the organizational consequences, primarily turnover intent,
that previous studies suggest to be correlated with high levels of OPC. Since
employee turnover is commonly thought to be an unwanted and expensive oc-
currence, it is important that research such as this be performed in the various
professions, including those related to accounting, to identify the characteristics
of jobs and organizations that contribute to employee turnover. If OPC and its
contributing factors can be better understood by employers and their professional
employees, it may be possible for management accountants’ turnover to be better

understood, predicted, and perhaps managed.

Previous accounting research has studied OPC with respect to CPAs in public
practice (for example, Aranya and Ferris, 1984) and internal auditors (Harrell,
Chewning and Taylor, 1986). However, OPC in the emerging profession of
management accounting has been given little attention. Since there tend to be
important organizational differences between the companies in which manage-
ment accountants are employed, vis-a-vis those of CPAs in public practice and
internal auditors, it is important for this evolving segment of the accounting pro-
fession to be studied separately from the others. That is, because the jobs and

organizations of management accountants are different from those of CPAs in
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public practice, research findings regarding OPC in CPAs may not be valid in
predicting the OPC and/or the associated turnover intentions of management

accountants.

In addition to the problem of valid extrapolation of previous research results,
there may be some variables that are important with respect to management ac-
countants that do not have relevance to other accounting-related professions or
have not been considered in the OPC research dealing with other professions.
For example, since many management accountants have supervisors who are not
accountants, a condition that does not normally exist in a public accounting
context, important attitudinal differences may exist between some management
accountants and their supervisors. Such differences, it is hypothesized, may have
a direct impact on the accountant’s OPC level, and hence, an indirect impact on
turnover in management accounting positions. This variable, the perception of
attitudinal differences about the professional status of management accounting,
is included in the present study, whereas it has not appeared in previous OPC

research in accounting.

Role Conflicts in Management Accounting

Since management accountants often work under the supervision of managers

who are not accountants, the supervisors of management accountants may tend
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to be relatively unaware of, and perhaps unconcerned about, the technical
standards and ethical responsibilities of the accountant’s profession and thus
may, whether knowingly or unknowingly, place pressures on the management
accountant which are in conflict with those standards and responsibilities. The
literature suggests, but with little substantiation, that the role conflicts of man-
agement accountants may be much more severe than those of CPAs in public
accounting practice. Aranya and Ferris [1984], whose subjects were primarily
CPAs but included a small number of management accountants, concluded that
OPC is significantly lower in professional organizations than in nonprofessional
organizations. This tentative conclusion from their study, which is described in
Chapter 2, suggests that the body of accounting knowledge lacks important evi-
dence with respect to the roles and OPC of management accountants. The pres-
ent study attempts to begin the process of accumulating this important

information regarding the profession of management accounting.

Management Accounting Defined

Management accounting has been defined by the National Association of Ac-
countants (NAA) as

The process of identification, measurement, accumulation, analysis, prepara-
tion, interpretation, and communication of financial information used by
management to plan, evaluate, and control within an organization and to as-
sure appropriate use of and accountability for its resources. Management
accounting also comprises the preparation of financial reports for nonman-
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agement groups such as stockholders, creditors, regulatory agencies, and tax
authorities.*

As the above definition implies, an important difference between the job situ-
ations of management accountants and those of public accounting practitioners
lies in the identity of their employers. Those accountants who are engaged in
public accounting are either self-employed as proprietors (sole owners) or part-
ners (joint owners) of a public accounting firm, or they are common-law em-
ployees of such proprietors or partners. Thus, there is ordinarily no superior or

supervisor of a CPA in public practice who is not also a CPA practitioner.

The principal products of public accounting firms are accounting, auditing,
tax, and consulting services, which are sold primarily to clients unrelated to the
CPA firm and its owners, except for the professional-client relationship. Man-
agement accountants, on the other hand, generally represent a service department
within a nonprofessional organization whose revenue is derived from products or
services other than accounting services. Within such an organization, the man-
agement accountant may be subordinate to'one or more individuals whose inter-
est in accounting is limited, arid whose knowledge and veneration of the
professional standards and ethics of accountants may be negligible. Prior to the
present study, it had been suggested that the superiors of management account-
ants, particularly those who are not present or former accountants themselves,

tend to exert pressure on their management accountant subordinates to report

4 “Management Accounting Terminology,” (Statement on Management Accounting
No. 2), New York: National Association of Accountants, June 1, 1983, p. 65.
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financial results that are more favorable than GAAP standards would dictate.’
If such pressures indeed exist, then, at least with respect to those management
accountants who take seriously the standards and ethics of their profession, in-

creased levels of OPC are the obvious result.

Ethical Standards for Management Accountants

In 1983, the National Association of Accountants (NAA), an organization to
which many U.S. management accountants belong, adopted its Statement of
Ethical Standards for Management Accountants. This statement, adherence to
which is a stated requirement for membership in the NAA, requires that man-
agement accountants seek an appropriate resolution within the organization of
any conflicts that may arise between their responsibility to adhere to the accepted
rules of accounting and any contrary instruction from their superiors in their or-
ganization. The statement suggests an order of priority for attempting to resolve
such disagreements within the organization. However, the ethics statement also
recognizes that, in some instances, internal resolution may be impossible, in which
case the management accountant would be required by the ethical standard to

resign from the organization.®

$ For example, see D. C. Burns and W. J. Haga, “Much Ado About Professionalism:
A Second Look at Accounting”, The Accounting Review, July 1977, pp. 705-7135.

¢ National Association of Accountants, “Standards of Ethical Conduct for Manage-
ment Accountants,” Statements on Management Accounting No. 1C, New York:
National Association of Accountants, June 1, 1983, p. 3. The full text of this state-
ment is included as an appendix to this study.
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This requirement, that a management accountant resign if there is an
irreconcilable internal ethical conflict, parallels a long-standing requirement, in
the AICPA’s Code of Professional Ethics, that a CPA withdraw from an audit
engagement when a client refuses to abide by generally accepted accounting
principles or refuses to give the auditor access to all of the company’s financial

records.

Prior to the adoption of the NAA's ethics statement, many authors had pon-
dered the need for such a statement. It was suggested by some that all of the
“true professions,” have some form of ethical standards they are expected to up-
hold, although with varying degrees of enforceability. This was significant in
light of the fact that, for at least 15 years, the NAA has been attempting to steer
a course toward gaining public acceptance of management accounting as one of
the “true professions.” While this has been happening, the literature also reflects
a growing realization that management accountants may be faced with OPC in

their accounting positions.

Merz and Groebner [1982] studied the ethical problems faced by CPAs who
had made the transition from public accounting to management accounting.
They noted that a CPA who is employed in industry is considered to be exempt
from most of the requirements of the American Institute of Certified Public Ac-
countants’ (AICPA) Code of Professional Ethics as it applies to CPAs in public
practice. However, Merz and Groebner show that CPAs in industry still tend to

feel a loyalty to the AICPA’s ethics and that internal conflicts are experienced
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by some management accountants whose employers direct them to take actions

that would violate the ethical rules of CPAs.’

Merz and Groebner’s survey was completed by 174 CPAs in industry, gov-
ernment and education; the authors state that most of these respondents were
management accountants. By means of the survey as well as personal interviews,
Merz and Groebner identified the following as examples of the ethical dilemmas

faced by some of the management accountants they surveyed.

Management directs the management accountant to shift expenses between
two periods for the purpose of smoothing income. Management acknowledges
beforehand that the expenses have already been correctly recorded.
¢ Management accountants have to decide what and how much to tell outside

auditors.
¢ Owner-managers of small businesses pressure their management accountants
to perform acts that might be unethical, such as classifying a capital cost as
. a period cost for tax purposes.
¢ Management accountants are asked to provide access to contractor and cli-
ent data that should be kept confidential.
e Management exerts pressure on management accountants to prepare fore-

casts that justify management’s plans.

7 C. Mike Merz and David F. Groebner, “Ethics and the CPA in Industry,” Manage-
ment Accounting, September 1982, pp. 44-48.
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¢ A division controller faces the dilemma of whether or not to ‘blow the whis-

tle’ on a manager violating corporate policy.®

Merz and Groebner’s work is examined more closely in Chapter 2 of this

study.

It should be pointed out before proceeding, that the impact on the life of the
management accountant who resigns over an ethical dilemma is typically much
greater than the impact on the life of a CPA who withdraws from an audit en-
gagement over an ethical disagreement with the client. A single client. may com-
prise only a small percentage of a CPA’s practice; thus, the loss of one client
would not be expected to impact the firm’s revenue by more than a few percent-
age points.” Management accountants, on the other hand, are often dependent
on a single employer for most, if not all of their income, as well as for the other
benefits of employment, such as medical insurance and retirement security.
Furthermore, due to the more diversified nature of CPAs’ experience and their
continual contact with numerous professional colleagues and potential employers,

the typical CPA in public practice may face considerably less difficulty and anx-

* Merz and Groebner, 1982, p. 46.

’ In fact, if one audit client comprises more than about five to ten percent of the firm’s
fee revenues, some observers believe that the CPA firm’s professional independence
is impaired, which precludes the rendering of a professional opinion on the fairness
of the financial statements under audit. A CPAs independence is also considered im-
paired if the client has not yet paid the CPA’s professional fee for the prior year’s
audit.
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iety than the management accountant when it is necessary to seek new employ-

ment, even where the CPA is a salaried employee and not an owner of the firm.

Thus, although there are measures that many management accountants can
take to become more financially independent, resignation over an ethical disa-
greement represents a major life event for the management accountant, far more
so than for the CPA who withdraws from a particular engagement or who resigns
from a CPA firm. Hence, any job-threatening conflict between one’s profession
and one’s employer may have significance for the management accountant that
goes far beyond that which has been observed among CPAs employed in public

accounting.

The Professionalization of Management Accounting

In 1972, the National Association of Accountants established the Institute of
Management Accounting (IMA), which in turn established the Certificate in

Management Accounting (CMA) program.'

The three objectives of the CMA program, as stated by the NAA at its in-

ception, are as follows:

1 The name of this certificate was later changed to Certified Management Accountant,
and the IMA was renamed the Institute of Certified Management Accountants, or
ICMA.
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¢ To establish management accounting as a recognized profession

o To foster higher educational standards in the field of management account-
ing

¢ To establish an objective measure of an individual’s knowledge and compe-

tence in the field of management accounting.

In carrying out its charge, the ICMA awards the CMA Certificate to candi-
dates who pass a rigorous five-part examination and demonstrate a specified level
of experience in the management accounting field. More than 6,000 CMA Cer-
tificates have been awarded since the program’s inception, with the number
growing more rapidly during the last few years than in the early years of the

program.

Professionalizaton has been attempted, with varying degrees of success, by
many occupational groups. The study of professionalization is in the realm of
sociology literature, to which the writer now turns in order to explore some of the
commonalities and differences among occupations, that appear to be relevant in
studying management accountants’ attempts at professionalization, as well as

looking into the professionalization process itself.

Harold Wilensky, who is a researcher and writer in the professionalization
literature, states that “Any occupation wishing to exercise professional authority

must find a technical basis for it, assert an exclusive jurisdiction, link both skill
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and jurisdiction to standards of training, and convince the public that its services
are uniquely trustworthy.”" Wilensky explains that
In the minds of both the lay public and professional groups themselves, the
criteria of distinction seem to be two: (1) The job of the professional is rech-
nical - based on systematic knowledge or doctrine acquired only through long
prescribed training. (2) The professional man adheres to a set of professional
norms."
In the sense used by Wilensky, “technical” refers not to a scientific orientation,
but to the necessity for formal training before entering the job market in one’s
chosen profession. In other words, professionalism implies a lengthy and formal
education process and thus precludes the possibility that all of the needed know-
ledge and skills can be learned on the job. In this sense, the training required for
entry into the ministry is technical, just as is the training for the practice of
medicine or engineering. In fact, with medicine and the ministry being two of the
earliest established professions, it is interesting to see how they both meet fully
the definitional requirements of professionalism, despite their obvious contrasts.
Wilensky explains, “Among the dominant denominations in the ministry, rigor-
ous standards of training are also stressed, and doctrines are well codified and

systematized, providing a technical base for practice -- a base less secure than

that of medicine, but still within the scope of the definition.”"

I Wilensky, Harold L., “The Professionalization of Everyone?”, The American Journal
of Sociology, Vol. LXX, September 1964, p. 138.

12 Tbid.
1 Ibid.
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Regarding the sets of professional norms, the second basic requirement for
professional recognition: “These norms dictate not only that the practitioner do
technically competent, high-quality work, but that he adhere to a service ideal --
devotion to the client’s interests more than personal or commercial profit --
should guide his decisions when the two are in conflict.”** Mere lip service to
professional norms is not sufficient. The superior opportunity offered by profes-
sional status exists only where clients believe that the service norm is truly oper-
ative. “The service ideal is the pivot around which the moral claim to

professional status revolves.”*

The Process of Professionalization

Because of the technical nature of professional work, it is thought that neither
the public at large, nor the individual client or nonprofessional boss of a profes-
sional employee is capable of assessing professional competence. Therefore, only
members of the same profession can judge professional competence. Carrying this
logic a step further, the professionalization process involves becoming less open
to criticism. from clients or nonprofessional supervisors, and becoming more sen-

sitive to criticism from professional colleagues.

14 Ibid.
15 Ibid.
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Borrowing again from the work of Wilensky [1964], from Hughes [1958,

1963]%, and from Hall [1973]" the following is an approximate ordering of events

that have been observed in a number of occupations that have been successful in

achieving professional status:

3.

4.

Technical and organizational developments create an occupation.

A training school or university curriculum is established.

e This standardized training becomes a requisite for entering the occupa-
tion.

® A corps of people develops within the profession who teach rather than
practice.

A professional association is formed by some of the early graduates of the

professional training program.

The professional association changes the name of the occupation. (For ex-

ample, hospital superintendents become hospital administrators, and relief

investigators become caseworkers.’®) Where the training requirement is es-

tablished by an already-existing occupational association, the probability of

successful professionalization is lower, apparently because of negative re-

6 Hughes, Everett, Men and Their Work, Glencoe, IL: Free Press, 1958; and “Pro-

fessions,” in Kenneth Lynn (ed.), The Professions, in America, Beacon Press, 1963.

7 Hall, Richard H., “Professionalization and Bureaucratization,” in Wolf V.

Heydebrand (ed.), Comparative Organizations: The Results of Emperical Research,
Englewood Cliffs, NJ: Prentice-Hall, 1973.

8 Wilensky, 1964, p. 144.
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actions on the part of present association members who are happy with the
status quo and thus resistant to change.

5. A campaign emerges to separate the competent from the incompetent, leading
to increased internal conflict as well as intense competition with outsiders who
are engaged in similar work.

6. An intense effort is launched to gain legal support to protect the exclusive job
territory of the profession. This may take the form of a required state license
to do the kind of work that this profession does. Although legal protection
(in such forms as a required license to practice and incorporation of the pro-
fession’s code of ethics in a statute) has been gained by a number of pro-
fessions, it is “not part of the ‘natural history’ of professionalism.”"

7. A formal code of ethics is developed in order to reduce internal competition
and protect the profession’s clients. Wilensky [1964] notes that, where a code
of ethics is adopted near the beginning of the professionalization process, it
is doubtful that the effort will succeed; “in ten of thirteen established pro-
fessions or professions in process it comes at the end (civil engineering, law,

medicine).”®

¥ Wilensky, 1964, p. 145.
®» Wilensky, 1964, p. 145.
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The Growing Numbers and Growing Problems of Salaried

Professionals

William Kornhauser states:

Organizations are increasingly governed by professional standards, and pro-
fessions are increasingly subject to bureaucratic controls. Both trends are
expressions of the growing interdependence of organizations and professions.
As a result, professions simultaneously confront new opportunities to extend
their values and new pressures to modify those values. As professional
standards are applied to new areas, and as professionally trained people oc-
cupy new positions, new if not greater sources of pressure on professional
standards emerge. The single most important new source of pressure is the
large-scale organization within which more and more professional activity is
conducted. Therefore, the modes of adaptation to organizational pressures
are critical determinants of the future of professional values.”

Earlier in this chapter, it was mentioned that non-professional supervisors
may be incapable of meaningfully evaluating the performance of their profes-
sional employees. As William Kornhauser succinctly points out: “Colleague
control runs counter to bureaucratic authority.”? This may be a source of some
of the cynicism and other negative reactions among professional employees and
possibly one underlying factor for the lack of agreement between management
accountants and their bosses regarding the professional status of management
accounting, which is included in the current study. However, it will be left to

future studies to test this and other possible causes of the self vs. supervisor dis-

2 Kornhauser, William, Scientists in Industry: Conflict and Accommodation, Berkeley,
CA: University of California Press, 1962, p. 7.

2 Kornhauser, 1962, p. 43.
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agreement. Other observations, mentioned as possible factors in straining the

relationships between professional management accountants and their organiza-

tions include:

Employers’ reluctance to encourage professionals to take an active part in
their professional associations, particularly when company time and money

are involved.

Employers’ failure to recognize the need for continuing professional education

for management accountants.

Employers’ reluctance to support codes of ethics that indicate professionals
have a higher level of responsibility to their ethical standards and to the

public than to their employing organizations.

The structure of salaries and promotions, which sometimes puts the salaried
professional in a dead-end position, with limited opportunity for continued

personal, professional, and financial growth.

The writer observes that experienced professional employees sometimes feel a

need to either (1) switch jobs within the company, typically into a management

position, concerning which, Kornhauser indicates, “Professional influence may

be increased when members of the professional staff move into executive posi-
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tions, but then they are not relying on their expertise,”® or (2) leave the organ-
ization, hoping to find a position in another organization that provides greater

opportunities for growth and satisfaction within one’s chosen profession.

A final observation of Wilensky will close out this section:

Indeed, in a culture permeated by the idea of professionalism but little
touched by its substance, many occupations will be tempted to try everything
at once or anything opportunity and expediency dictate. The

“professionalization” of labor, management, and commerce is largely of this
kind.*

Concluding Remarks

The research reported in this study purports to investigate the relationships
among some of the factors that other studies have suggested as causes of
discontentment and turnover among management accountants. Organizational-
professional conflict has been chosen for the central focus of the study, because
tentative models from the literature point to OPC as a potentially significant

causal factor for dissatisfaction and turnover.

Also, previous studies have provided guidance in seeking the causes of OPC.

Similar studies in the public accounting sector suggest organizational commit-

8 Kornhauser, 1962, p. 13.
% Wilensky, 1964
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ment, professional commitment, and supervisor status as logical contributors to

OPC effects. In addition, the present study incorporates a previously untested

variable, namely, the level of conflict between the management accountant and

the supervisor regarding the professional status of management accounting.

The present study has extended the existing literature in at least the following

specific ways:

This study has extended to the profession of management accounting a
growing and interdisciplinary line of research dealing with conflicts in the re-

lationship between organizations and their professional employees.

Explicit recognition is given to role distinctions and role conflicts, present in
management accounting, which may not be subject to extrapolations of pre-
vious research findings relating to CPAs, Canadian chartered accountants,

internal auditors, or other professional groups.

A measure is developed in this study for the differing assessments of the
professionalism of management accounting by the management accountants
and their supervisors. It is hypothesized that such differences are significant
predictors of organizational-professional conflict among professional employ-

ees who have nonprofessional supervisors.

The writer hopes that this study adds a useful dimension to the body of

knowledge dealing with professionalism in accounting and the professionalization
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of accounting-related occupations, as well as some insight into the effects of the

attitudes of supervisors of professional employees.

In Chapter 2 relevant literature is reviewed regarding roles and role conflicts
in accounting and other professions. Chapter 3 is a description of the research
plan that was developed and followed. In Chapter 4, the writer reports on the
data analylsis and presents conclusions resulting from this analysis, and Chapter
5 contains a discussion of the implications and limitations of the study and sug-

gestions of ways in which this line of research may be usefully extended.
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Chapter 2
REVIEW OF RELEVANT PRIOR RESEARCH

The review of previous research relating to the questions under study is re-
ported in this chapter. In particular, empirical papers that demonstrate the state
of the art in examination of organizational-professional conflict (OPC) are re-
viewed, along with studies of other relevant attitudinal variables that have been

suggested to be related to OPC.

The section immediately following presents some thoughts on the status of
professionalism in management accounting. After that, there follows a some-
what detailed discussion of empirical papers that have examined relationships
among various groups of the relevant variables, but primarily in the context of
public accounting employees. The neéessity for similar research among profes-

sional management accountants becomes clearer in light of the fact that the re-
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sults of these studies cannot be generalized so as to include management

accountants.

Professionalism of Management Accountants

Although the answer to what constitutes a profession is not as clear as one
might prefer, Burns and Haga [1977] performed a useful service by (1) explaining
what factors distinguish a profession from an occupation and (2) relating these

factors separately to the professional status of CMAs, CIAs, and CPAs.®

Burns and Haga asserted that “shopping lists” of attributes proposed by
previous writers are not sufficient to generate professional status for accountants
or others. In Burns and Haga’s view, in order to be a profession, its members
must have “capacity to intimidate” whatever audience threatens a profession’s
autonomy, whether they be employers, clients, or other occupations. The essen-
tial relationship between a member of a profession and others in the work world
is one of authority. ... When an occupation must rely solely upon argument or
persuasion in controlling others, this is prima facie evidence that it lacks the sta-

tus of a genuine profession.*

3 Bumns, D. C., and W. J. Haga, “Much Ado About Professionalism: A Second Look
at Accounting,” The Accounting Review, July 1977, pp. 705-715.

% Ibid., p. 709.

REVIEW OF RELEVANT PRIOR RESEARCH 25



Burns and Haga went on to explain that two conditions are required in order
to have the “capacity for intimidation”. They are (1) cruciality and (2) mystique.
“A profession is an occupation that possesses both a high degree of cruciality and
a high degree of mystique in the eyes of its relevant work audience”.” Crucial
implies a service that “touches upon matters vital to life, health, purse, or free-
dom.” Mystique means that “the work is seen as esoteric, incomprehensible, and
consisting of doing things that ordinary mortals, in the lay perception, cannot
do.” # “Entry barriers are a great help in maintaining a profession’s status once

it is achieved; but they are not its source.”®

Burns and Haga contended that a number of occupations have tried vainly
to become professions: “Tales of frustration may be told candidly by teachers,
librarians, nurses, pharmacists, engineers, hospital administrators, insurance
underwriters, stockbrokers, and urban planners. They have all tried vigorous

professionalization; they have all failed at it.”*®

]

Ibid., p. 709.
Ibid., p. 710.
Ibid., p. 711.
Ibid., p. 707.

2

-
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Borrowing from the work of Hughes®, Burns and Haga explained what re-
wards occupational groups seek when they undertake professionalization cam-

paigns:

1. Freedom from supervision (or regulation) by others outside their field of
work.

2. A monopoly over their line of work, restricting its practice to members who
embrace the field’s values.

3. Personal identity based on their line of work rather than based on an organ-
izational position.

4. Power to determine who is admitted and who is denied admission to their
field of work.

5. Power to discipline colleagues who deviate from the work values and accepted

practices.

Burns and Haga suggested that attempts by management accountants to
professionalize illustrate the presence of the motives listed above. However, they
later asserted that “From the standpoint of our intimidation model, CMAs have
not yet achieved the status of a genuine profession. ... CMAs do not possess the
capacity to intimidate their corporate employers, and this prevents them from

assuring practical implementation of their management accounting work ideol-

3% Hughes, Everett C., “Professions,” in Kenneth Lynn, ed., The Professions in
America, Beacon Press, 1963.
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ogy.”? However, Burns and Haga seem to have believed that continued develop-
ment of professional standards and ethics will increase the level of

professionalism of management accounting.

Background of OPC Research

As early as the 1950s, behavioral scientists were looking at the relationships
between conflicts within organizations and related outcomes that might be con-
sidered dysfunctional to the organization, including employee turnover.® The
common focus of many such studies has been a search for those characteristics
of individuals, organizations, and particular jobs that predict or explain turnover
among professional employees. In the early years of this line of research, it was
assumed by a number of researchers that a professional employee must choose
between commitment to the organization and commitment to the profession. The
assumption was that a high level of commitment to either one precluded a high

level of commitment to the other, as the two commitments were assumed to be

% Burns and Haga, op. cit., p. 712.

3 For example, see Gouldner, A. W., “Cosmopolitans and Locals,” Administrative Sci-
ence Quarterly, December 1957, pp. 282-306.
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inherently incompatible. For example, see Gouldner [1958]* and Shepard

[1961].%

Subsequent research has tended to contradict the assumption that commit-
ment to one’s organization and profession are mutually exclusive. That they can
be high or low independently of one another has been demonstrated by
Friedlander®, Flango and Brumbaugh¥, Aranya and Ferris®, and Harrell,

Chewning, and Taylor®.

If one’s commitment to either the organization or the profession is quite low
in relation to the other, indicating that the professional employee has made a
choice, as assumed by the early writers cited above, then no substantial conflict
would exist between the two kinds of commitment, because the commitment of
choice would always, or nearly always, take precedence over the other. However,

if the professional employee has a relatively high level of commitment to both the

% Gouldner, op. cit.

¥ Shepard, C., “Orientations of Scientists and Engineers,”, Pacific Sociological Review,
Fall 1961, pp. 79-83.

% Friedlander, F., “Performance and Orientation Structure of Research Scientists,”,
Organizational Behavior and Human Performance, March 1971, pp. 169-183.

3 Flango, V. and R. Brumbaugh, “The Dimensionality of the Cosmopolitan-Local
Construct,” Administrative Science Quarterly, March 1974, pp. 198-210.

® Aranya, N., and Kenneth R. Ferris, “A Reexamination of Accountants’
Organizational-Professional Conflict,” The Accounting Review, January 1984, pp.1-15.

¥ Harrell, Adrian M., Eugene Chewning, and Martin Taylor, “Organizational-

Professional Conflict and the Job Satisfaction and Turnover Intentions of Internal
Auditors,” Auditing: A Journal of Practice and Theory, Spring 1986, pp. 109-121.

REVIEW OF RELEVANT PRIOR RESEARCH 29



organization and the profession, then an internal conflict will be experienced by
such an individual whenever the requirements or goals of the organization and

profession are in disagreement.

As mentioned in Chapter 1, for example, Merz and Groebner [1982]°, who
surveyed CPAs who had worked in public accounting and were now working for
industrial firms, found that such individuals tend to bring with them into the in-
dustrial setting a long-term loyalty to the technical and ethical standards of pub-
lic accounting, to which they had grown accustomed. When the organization
demands of the professional employee actions or a lack of actions, that would

constitute a violation of such standards, then OPC is said to exist.

Measuring Organizational and Professional Commitment

Porter, Steers, Mowday, and Boulian [1974] developed and validated the
much-used 15-item scale for measuring organizational commitment.”. Their in-

strument has been subsequently used by Kerr, von Glinow, and Schriesheim

“ Merz and Groebner, 1982, op. cit.
4 Porter, L. W., R. M. Steers, R. T. Mowday, and P. V. Boulian, “Organizational

Commitment, Job Satisfaction, and Turnover Among Psychiatric Technicians,” Jour-
nal of Applied Psychology, October 1974, pp. 603-609.
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[1977]4, Aranya, Lachman, and Amernic [1982],° Aranya and Ferris [1984]%, and
Harrell, Chewning, and Taylor [1986].

Turnover and Job Satisfaction

Waters, Roach, and Waters [1976]%, among others, suggest that the employee’s
intention to leave an organization is a significant predictor of actual turnover.
Thus, turnover intent is often used as a surrogate for actual turnover. Surro-
gation is a necessity in research of this type, because employees who have left an
organization are generally not available to provide the researcher with the needed
information. The item typically used to measure turnover intent is a question
asking the employee to indicate the likelihood that he or she will seek another
organization to work for within the next year.* It is assumed that the worker’s

intent to leave is strongly related to the actual probability of leaving and, there-

4 Kerr, S., M. A. von Glinow, and J. Schriesheim, “Issues in the Study of Professionals
in Organizations: The Case of Scientists and Engineers.” Organizational Behavior and
Human Performance, April 1977, pp. 329-345.

4 Aranya, Nissim, Ran Lachman, and Joel Amernic, “Accountants’ Job Satisfaction:
A Path Analysis,” Accounting, Organizations and Society, Vol. 7, No. 3, 1982, pp.
201-215.

“ Nissim Aranya and Kenneth R. Ferris, “A Reexamination of Accountant’s
Organizational-Professional Conflict,” The Accounting Review, January 1984, pp. 1-15.

¢ Waters, L. K., D. Roach, and C. W. Waters, “Estimates of Future Tenure, Satisfac-
tion, and Biographical Variables as Predictors of Termination,” Personnel
Psychology, Spring 1976, pp. 57-60.

4% Aranya and Ferris, op. cit. p. 9.
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fore, that turnover intent is a suitable and easily measured surrogate for actual

turnover, which is much more difficult to measure.

Job satisfaction is a construct that has been the subject of controversy, re-
garding its definition as well as its measurement. Some researchers have tied job
satisfaction to the degree to which a job is perceived to satisfy the various levels
of needs of the individual, from physiological needs to seif-esteem needs. This
approach requires a complex and lengthy measurement scale, and it is most often
used when job satisfaction is the primary focus to the study. Others take a dif-
ferent approach, in which the employee is asked a single question, which is an-
swered on a Likert-type scale, to assess the degree to which the employee is or is

not satisfied with his or her present job.”

The next several sections of this chapter are summaries of some of the signif-
icant studies that have led to the current investigation of OPC and its antecedents

and outcomes with respect to management accountants.

Sorensen and Sorensen [1974]

“ For a discussion of this definitional issue, the reader may wish to read M. G. Evans,

“Conceptual and Operational Problems in the Measurement of Various Aspects of
Job Satisfaction,” Journal of Applied Psychology, 53, 1969, pp. 93-101.
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Sorensen and Sorensen® investigated the question of whether the difference
between professional and bureaucratic ideals of the CPA and the actual profes-
sional and bureaucratic orientations in the organizations systematically relate to

job satisfaction and job migration.

Variables of Interest

The following were the variables in which Sorensen and Sorensen were most

interested:

¢ Bureaucratic orientation (and bureaucratic deprivation)
e Professional orientation (and professional deprivation)
¢ Migration tendency

e Job satisfaction

Expected Results

Hypotheses were not stated as such, but the authors stated that they expected
bureaucratic orientation and professional orientation to be inversely and posi-
tively related to turnover, respectively, and positively and inversely related to job

satisfaction, respectively.

4 Sorensen, James E., and Thomas L. Sorensen, “The Conflict of Professionals in Bu-
reaucratic Organizations,” Administrative Science Quarterly, March 1974, pp. 98-106.
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Data Collection and Subjects

The subjects were 264 CPAs in six offices of each of four large public ac-
counting firms (24 offices in all). The 264 responses represented an 80 percent
response rate. The subjects were drawn randomly, stratified by position in the

firm. Likert type scales were used to indicate agreement/disagreement.

Instruments

The professional/bureaucratic scale included items such as the following: A
respondent was considered professional if he agreed with “After an extended dis-
cussion with a resident partner, felt that his ideas were better than the partner’s
and continued to hold these different opinions.” or disagreed with “If a partner
could not sell his idea to his staff for a change in the rules and/or procedures of
the firm, he should force them to try it.” Migration was measured as follows: Five
years from now [ will be

working with the same firm
working with a different firm

working in a non-CPA organization.

Job satisfaction was measured using.a scale developed by the Bureau of
Business Research, Ohio State University. The scale used is not described in the

article.
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Data Analysis

The sample was partitioned into quadrants for high and low professional and
bureaucratic orientations. The researchers then compared the means for the
quadrants and tested differences for significance based on their standard devi-

ations.

Results, Conclusions, Interpretation

Sorensen and Sorensen found significant (p < 0.05) differences in professional
and bureaucratic orientations among different ranks in the firms. Partners had
highest bureaucratic orientation and lowest professional orientation. Juniors were
just the opposite. They consistently found higher professional orientation at
lower levels, and higher bureaucratic orientation at higher levels in the firms, but
they are unable to tell whether the individuals’ orientation changes as one ad-
vances in the firm, or whethef only those with certain orientations tend to stay
and be promoted in the firm. The authors suspect based on Vollmer [1966] that
the individuals tend to adapt to bureaucratic environments, becoming more bu-
reaucratic and less professional through socialization over time. However, longi-
tudinal studies would be required to verify this belief. They found that
bureaucratic orientation is a significant (p < 0.05) predictor of migration tend-

ency. Professional orientation was not significant as a predictor of migration.
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The authors state that, “For the CPA, conflict and deprivation, in professional
and bureaucratic terms, result in job satisfaction and job migration.”® (emphasis
supplied). The authors recommend monitoring of the adaptive process of pro-
fessionals in bureaucratic organizations, indication the need for a longitudinal

study of these variables.

Discussion

_ The professional and bureaucratic orientations of Sorensen and Sorensen are
essentially the same constructs as the cosmopolitan and local constructs of
Gouldner and the professional commitment and organizational commitment
constructs of Porter, et al., Kerr, et al., Norris and Niebuhr, Aranya, Lachman
and Amernic, Aranya and Ferris, and Harrell, et al. Although Sorensen and
Sorensen do not address OPC as a variable in their study, they are clearly moving
in the direction of its recognition, as they state:

The CPA with high professional, high bureaucratic orientation is not apt to
fulfill both orientations because they are conflicting.*

Sorensen and Sorensen refer to the large CPA firms as professional bureauc-
racies, an idea borrowed from Montagna [1968]. They suggest, as Montagna did,

that, although such firms are owned and managed by professional accountants,

“ Sorensen and Sorensen, op. cit., p. 105. Note apparent causal inference.

% Ibid., p. 102.
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their size and highly structured organizational rules and procedures make them
more like bureaucracies than like professional organizations. Firm size has been
included in some such studies as a potential predictor of this variable, but the

results have not been strong or consistent.

The Sorensen and Sorensen [1974] study was important, particularly because
(1) it continued a line of research that was beginning to explain the relationships
between professionals and their employers and (2) the setting chosen for the ‘study
was that of the professional accountant. Even so, the study says little that can
be generalized to accounting firms other than the largest ones, and it is even less
generalizable to the field of management accounting, the setting for the present

study.

Senatra [1980]

The purpose of Senatra’s study® was to “examine the consequences of role
conflict and ambiguity experienced by audit seniors and to identify conditions in
the organizational climate of a CPA firm which have the potential to contribute

to role conflict and ambiguity.”*

st Senatra, Phillip T., “Role Conflict, Role Ambiguity, and Organizational Climate in a
Public Accounting Firm,” The Accounting Review, October 1980, pp. 594-603.

2 Ibid., p. 594.
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Variables of Interest

Senatra defined role conflict as “...The simultaneous occurrence of two (or
more) sets of pressures such that compliance with one would make difficult or
impossible compliance with the other.”® The specific role conflict that Senatra is
referring to, although he does not use this term, is organizational-professional
conflict, or OPC. Role ambiguity is defined as “The absence of adequate infor-
mation which is required in order for persons to accomplish their role in a satis-

factory manner.”*

Senatra suggested that the consequences of role conflict and role ambiguity
would include job related tension, job dissatisfaction, and propensity to leave the
organization (also called turnover intent or migration tendency). It is difficult to
separate role conflict from the tension that results from role conflict, so most of
the studies dealing with the idea just refer to role conflict or OPC as including the
resultant tension within the meaning of the same term. Senatra’s definition of
organizational climate is couched in terms of the presence or absence of the fol-
lowing ten subconstructs: Violations in chain of command, formalization of rules
and procedures, emphasis on subordinate personnel development, tolerance of

error, top management receptiveness [to suggestions and ideas], adequacy of work

3 Ibid., p.595. Attributed by Senatra to Wolfe and Snoek [1962, p. 103])
% Senatra, op. cit., p. 595, attributed by Senatra to Kahn, et al., [1964], pp. 21-23.
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coordination, decision timeliness, information suppression, adequacy of authority,

adequacy of professional autonomy.

Hypotheses

Senatra set forth the folowing hypotheses:

H1: Personal consequences are significantly related to role conflict and role am-
biguity in the direction indicated:

1. Job-related tension (+)

2. Job satisfaction (-)

3. Propensity to leave the organization (+)

H2: Specific measures of organizational climate are significantly related to role
conflict and role ambiguity in the direction indicated:

1. Violations in chain of command (+)

2. Formalization of rules and procedures (-)

3. Emphasis on subordinate personnel development (-)

4. Tolerance of error (-)

b

Top management receptiveness [to suggestions and ideas] (-)

Adequacy of work coordination (-)

= e

Decision timeliness (-)

8. Information suppression (+)
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9. Adequacy of authority (-)

10. Adequacy of professional autonomy (-)

Data Collection

Senatra used a questionnaire, consisting of 103 items, 4combined into 29 vari-
ables. There was no follow-up mailing, since the questionnaires were completely
anonymous. Senatra examined the data for nonresponse bias; no significant dif-
ferences were revealed between early and late respondents. Responses were on a

1-to-5 Likert-type scale.

The questionnaire included measures of the following variables, with scales

adapted from the source indicated:

¢ Role conflict and role ambiguity: Rizzo et al. [1970].

e Job-related tension: House and Rizzo [1972].

e Job satisfaction: Bullock [1965] (Bureau of Business Research, Ohio State
University).

e Propensity to leave: Respondents were asked to indicate their intentions to
stay or leave the firm.

e Professional autonomy: Responsdents were asked to indicate to what extent
they have the freedom to exercise their own professional judgment in carrying

out their responsibility.
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¢ Organizational climate: House and Rizzo [1972]

Subjects

The subjects selected for this study were all audit seniors® in eight offices of
one large public accounting firm. The firm’s identity was not revealed. Of 107
questionnaires mailed, 88 usable responses were received, for a response rate of

82 percent.

Data Analysis

Senatra used Pearson product-moment correlation, and multiple regression (in
the descriptive, not predictive sense) as the primary analysis tools. R-square was
used to describe the proportion of total variation in role conflict and role ambi-
guity explained by the independent variables. Betas (standardized partial re-
gression coefficients) were used to examine relationships between role conflict and
role ambiguity and the specific independent variables, while controlling for the
confounding effects of the other independent variables; significance was tested

with standard F test.

5§ Seniors are professional staff members, most if not all of whom are CPAs, who have
about two to six years of experience with the firm.
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Results and Interpretations

The results of the data analysis are given below for the two hypotheses in the

study.

HI1: All relationships are in the predicted direction, but only the relationships
between role conflict and job related tension and between role ambiguity and job

satisfaction were statistically significant (p < 0.01 in both cases).

H2: Organizational climate variables were significant predictors of both role

conflict (R-squared = 0.43) and role ambiguity (R-squared = 0.59).

The implications of these results, according to Senatra, are as follows: The
difficulties people experience in carrying out their organizational roles increase
as conflicts and ambiguities increase. Persons in such positions often escape the
situation by leaving the organization. “Seniors often have the opportunity to ac-
cept a different position.”* Senatra believes that the degree of stress experienced
by seniors may be reduced if their superiors could be made aware of which fac-
tors in the organizational climate are significantly related to conflict and ambi-
guity. Therefore, “Conventional explanations for turnover (excessive travel,

inadequate salary, etc.) may be incomplete.”*’

% Senatra, 1980, p. 601.

7 Senatra, op. cit., p. 601.
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The goal is not necessarily the elimination of stress, but the containment of
stress at levels which are tolerable and low in cost to the individual and the
organization.**

Discussion

The study has at least the following limitations: Results may be firm specific.
Since only one firm was included in the study, and since the organizational cli-
mate among accounting firms can vary greatly, these results cannot be
confidently generalized to other firms. And certainly, they cannot be generalized
to work situations outside of public accounting, such as management accounting.
Some potentially important variables were not included, such as organizational
level (Sorensen and Sorensen [1974]). Finally, the sample size was small, making
it more likely that relationships that might have been significant in a larger sam-

ple were insignificant in this study.

Aranya, Pollock, and Amernic [1981]

This study focuses on factors contributing to or associated with differing levels
of professional commitment in Canadian chartered accountants (CAs). It differs

from earlier studies by including attitudinal factors (organizational commitment,

¢ Senatra, op. cit., p. 602.
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professional commitment, and satisfaction with rewards), as well as structural

factors (such as firm size).”

Variables of Interest

Aranya, Pollock, and Amernic’s model assumes that three major factors in-

fluence commitment to one’s profession:

1. Organizational commitment (The relative strength of identification with
and involvement in the organization).

2. Professional-organizational conflict (Degree to which organizations allow
professional employees to act in accordance with their own professional
judgment).

3. Satisfaction with rewards.

A 4th variable, organizational level, is included as a moderator variable, but
is not considered one of the major factors. Dysfunctional outcomes are expected
to include job dissatisfaction and job migration [Sorensen and Sorensen, 1974,

discussed above.]

% Aranya, N., J. Pollock, and J. Amernic, “An Examination of Professional Commit-

ment in Public Accounting,” Accounting, Organizations and Society, Vol. 6, No. 4,
1981, pp. 271-280.
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Hypotheses

Aranya, Pollock, and Amernic’s hypotheses are as follows:

H1: There is no statistically significant difference between professional commit-

ment of (1) partners, (2) supervisors, (3) seniors and semi-seniors.

H2: There is no statistically significant relationship between professional com-
mitment and: (1) organizational commitment, (2) satisfaction with level of in-

come, and (3) professional-organizational conflict.

Data Collection

A questionnaire was mailed to the participants, which included the following
parts: (a) background questions, (b) measures of job satisfaction, (c) scales of

organizational and professional commitment, and (d) social desirability index.

The subjects to whom questionnaires were sent included 2,590 Chartered
Accountants (CAs) randomly selected from all over Canada. The usable re-
sponse rate was 46.6 percent (1,206 CAs). Apparently, this was the same sample

as used by Aranya, Lachman, and Amernic [1982].
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Data Analysis

The hypotheses were tested using the following statistical procedures:

H1: Used one-way analysis of variance (ANOVA) with the Least Significant
Difference procedure (LSD, a multiple comparison technique for determining

significance of differences among group means).

H2: Standard regression analysis was used, including dummy variables to indi-
cate level within the firm. (A dummy variable is one that takes on either a value
of 0 or a value of 1, indication simply that a specified condition either is or is not
present. There are three of these, representing the three levels hierarchical

tested.)

Results, Conclusions, and Interpretation

Results of hypothesis tests follow. Note that hypotheses were presented in
null form, so rejection indicates that significant results were found. H1 was re-
jected at the 0.01 significance level; seniors had professional commitment lower
than the other two groups. The difference between partners and managers was

not significant.
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H2 was rejected with respect to organizational commitment. Organizational
commitment and 'professional commitment were highly correlated (r = 0.44).
Organizational-professional conflict was correlated with professional commitment
at r = 0.27 Satisfaction correlated with PC at r = 0.23. For the total sample,

all of the predictor variables were significant at the 0.01 level.

Discussion

This study differs from some later studies of similar variables in that it looks
at OPC as predictor of professional commitment rather than professional com-
mitment as a predictor (for example, Aranya & Ferris [1984], and Harrell,
Chewning, and Taylor [1986], which are discussed below). In general, this was
a valuable and well-planned survey. It included a very large sample, OPC was
included among the variables of interest, as was the accountant’s level in the hi-
erarchy of the firm. However, turnover intent was not included. Therefore, the
study gives us no further evidence as to how-these commitment and conflict var-
iables impact the probability that an accountant will migrate from the organiza-
tion. And finally, as with the other studies that have been restricted to the public
accounting firm environment, one cannot safely generalize the results to include
accountants employed in nonprofessional settings, such as management account-

ants.
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Aranya, Lachman, and Amernic [1982]

An important milestone in the accounting literature is the 1982 study by
Aranya, Lachman, and Amernic.® Aranya, Lachman, and Amernic analyzed
their data by using path analysis.® With job satisfaction as the focus of their
study, these researchers developed a series of interrelated hypotheses based on
self-actualization needs and autonomy needs that had been observed in other

professional groups.

Hypotheses

The hypotheses were as follows:

1. The following direct paths exist for CAs:*
e Professional commitment directly affects need deprivation.

¢ Need deprivation directly affects organizational commitment.

% Aranya, Nissim, Ran Lachman, and Joel Amernic, “Accountants’ Job Satisfaction:
A Path Analysis,” Accounting, Organizations and Society, Vol. 7, No. 3, 1982, pp.
201-215.

st Path analysis, which was also used in the current study, is a form of causal modeling,
in which the observed Pearson product-moment correlations between pairs of vari-
ables are decomposed into their direct and indirect causal components. See Chapter
3 for a more detailed discussion of path analysis.

©2 The CA, or Chartered Accountant is the Canadian equivalent of the CPA, or Certified
Public Accountant, in the United States.
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e Need deprivation directly affects job satisfaction.

¢ Organizational commitment directly affects job satisfaction.

¢ Organizational commitment directly affects intentions to leave the organ-
ization.

¢ Job satisfaction directly affects intentions to leave the organization.

2. For CAs, direct paths other than the ones described in hypothesis | but im-
plied by the just determincd model do not exist among professional commit-
ment, need deprivation, organizational commitment, job satisfaction and
intentions to leave the organization.

3. There are no differences among the following CA groups with respect to the
paths described in hypothesis 1:

e Partners and sole practitioners in professional settings.
e Employees in professional settings.
¢ Employees in bureaucratic settings.
4. There is no difference among the CA groups described in hypothesis 3 with

respect to the statement of hypothesis 2.

Subjects

Aranya, Lachman, and Amernic randomly selected 2,626 English-speaking
CAs from throughout Canada. A questionnaire was mailed to each of these in-
dividuals, and of the 2,626, 1,206 (46.6 percent) usable responses were received.

Fifty-one percent of the respondents were in the public accounting sector, with
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the remainder divided among the public sector, financial institutions, retail or-

ganizations, and manufacturing.

Questionnaire

The questionnaire consisted of the following parts:

1. Background questions.
2. Measures of need deprivation, job satisfaction, and migration tendencies.
3. Scales of organizational and professional commitments.

4. Social desirability index.

The portions of the questionnaire that are relevant to the present study are de-

scribed below.

Organizational commitment was measured using the 15-item scale developed
by Porter, Steers, Mowday, and Boulian in their 1974 study of turnover among
psychiatric technicians.® All of the items in this scale are statements to which the
subjects respond on a seven-point Likert-type scale, ranging from “Strongly dis-
agree” to “Strongly agree.” For example, one of the 15 items is as follows: “I am

willing to put in a great deal of effort beyond that normally expected in order to

& Porter, Lyman W., Richard M. Steers, Richard T. Mowday, and Paul V. Boulian,
“Organizational Commitment, Job Satisfaction and Turnover among Psychiatric
Technicians,”, Journal of Applied Psychology, October 1974, pp. 603-609.
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help this organization be successful.” Categories among the 15 items include be-
lief in and acceptance of the organization’s goals and values, willingness to exert
great effort on behalf ot the organization, and a desire to maintain membership
in the organization. Six of the 15 items contained reversed wording as a means
of reducing response-set bias. Overall commitment was taken as the mean of the
15 responses, and internal consistency was achieved, as measured by Chronbach'’s

alpha* of 0.91.

Professional commitment was measured using a scale identical to that for or-
ganizational commitment, except the word “organization” was replaced with the
word “profession.” This pair of commitment scales has since been adopted by a
number of other researchers and has also been selected for use in the present

study.

Job satisfaction was measured by the statement “All in all I am satisfied with
my job.” Again, the 7-point Likert-type scale was the means of response. This
measure of job satisfaction is much less elaborate than measures of job satisfac-
tion in many other studies; however, given the elusive nature of the job satisfac-
tion construct and the fact that there is little or no concensus as to its true
definition, this measurement device seems to be adequate. In essence, it allows
the participants to define job satisfaction in their own way, rather than imposing

upon them a list of predetermined dimensions of the construct.

% Chronbach, L. J., “Coefficient Alpha and the Internal Structure of Tests,”
Psychometrika, Vol. 16, 1951, pp. 297-334.
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This means of measuring job satisfaction is attractive for its simplicity and for
the fact that it does not add unnecessarily to the length of the questionnaire. This

approach has accordingly been adopted for use in the present study.

Migration intention (called turnover intent in the present study) was measured
via the question: “Do you intend to change the organization with which you are
now associated.” Because it appeared that this question might have an ambig-
uous meaning, it was replaced in the present study with the item used by Aranya
and Ferris [1984], which states “It is highly likely that I will actively look for an-

other organization to work for in the next year.”%

Data Analysis and Results

The predicting variables accounted for 59 percent of the variance in job sat-
isfaction (R-squared = 59 percent). The components of hypothesis 1 were sup-
ported by the data, except that no direct effect was found between job satisfaction
and migration tendency, and this was true for all of the groups included in the
study. The authors do nof indicate the significance level used for their hypothesis

testing.

8 Aranya and Ferris, op. cit.
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As for group differences, the null hypotheses were all rejected, meaning that
significant intergroup differences were found to exist. In particular, the following

intergroup differences were noted:

¢ For both employee groups, organizational commitment had a direct, negative
effect on migration tendencies, but among partners and sole practitioners

there was no effect.

e Professional commitment and organizational commitment were positively re-
lated in owners and employees of CA firms, but there was no such effect

among employees in bureaucratic organizations.

Additional Comments

The Aranya, Lachman, and Amernic study made important progress in the
study of commitment variables, job satisfaction, and turnover intent among ac-
counting professionals. In addition, they employed path analysis with an appro-
priate degree of rigor in the examination of their data. Their sample was large
and, in all likelihood, was representative of the population of Canadian CAs in
three important work settings: owners of CA firms, employees of CA firms, and
CAs employed in bureaucratic (nonprofessional) organizations. Unfortunately,
they did not include OPC among the variables measured. Now that OPC is

thought to be an important predictor of some of their variables of interest, one
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can only guess how its inclusion might have strengthened the explanatory power

of their models.

Also, since only Canadian CAs were surveyed, and since little is known about
the similarities and differences between the Canadian and U.S. accounting pro-
fessions with respect to the variables under study, their results may have limited

generalizability to accounting groups outside of Canada.

Norris and Niebuhr [1983]

The organization literature has suggested that increased turnover and de-
creased job satisfaction may be associated with situations in which organizational
and professional loyalties are in conflict with one another. Norris and Niebuhr
examine the relationship between professionalism and organizational commit-
ment from the perspective of the impact that various professional dimensions
have on the professional-organization interface. This is done in an environment
perceived to be supportive of professional accounting orientations.* Norris and

Niebuhr’s study purports to extend the analysis by examining the relative job

% Norris, Dwight R., and Robert E. Niebuhr, “Professionalism, Organizational Com-

mitment and Job Satisfaction in an Accounting Organization,” Accounting, Organiza-
tions and Society, Vol. 9, No. 1, 1983, pp. 49-59.
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satisfaction of those accountants professionally committed and those committed

primarily to the organization.”

Variables of Interest

The key variables in the Norris and Niebuhr study include professionalism,
organizational commitment, and job satisfaction. Their concepts of these vari-

ables are discussed in the subsections that follow.
Professionalism

A central construct in the Norris and Niebuhr study is the concept of
professionalism. Professionalism was measured on the attitudinal dimensions of
Kerr, Von Glinow, and Schriesheim (described below). Professionalism, as the
term is used by Norris and Niebuhr, is synonymous with Gouldner’s [1957] cos-
mopolitans (as opposed to locals). Cosmopolitans are characterized as having (1)
High loyalty to the profession, (2) high commitment to specialized tasks, and (3)
Reliance to reference groups external to the employing organization.® Early
writers assumed that professional and organizational orientation were opposite

poles of a single dimension and hence not compatible. This was later challenged

¢ Norris and Niebuhr, op. cit, pp. 49-50.

# Gouldner, A. W., “Cosmopolitans and Locals: Toward an Analysis of Latent Social
Roles,” Administrative Science Quarterly, 1957, pp. 282-306.
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by Hall (1968) and others, whose work suggests that employees can be high or
low on either or both, indicating that they are really separate dimensions. The
relationship between organizational commitment and professional commitment

has been complex and inconsistent.

The modern concept of professionalism originated with the work of Hall
(1968).® Hall writes that professionalism has (1) attitudinal aspects and (2)

structural aspects, which are described as follows:

e Structural aspects: Characteristics of the occupation. For example, struc-
tural aspects include creation of a full time occupation, establishment of a
training school, formation of a professional association, and adoption of a
code of ethics.

e Attitudinal aspects: Intellectual and emotional characteristics of the individ-
ual professional person. These include a sense of calling to the field, a belief
in service to the public, belief in self-regulation, autonomy, and the use of

one’s professional organization as a major referrent.

The dimensions of professionalism, as outlined by Kerr, von Glinow, and

Shriesheim [1977]" are listed here:

¢ Hall, Richard H., “Professionalism and Bureaucratization,” American Sociological
Review, 1968, pp. 92-104. '

™ Kerr, S., M. A. von Glinow, and J. Schriesheim, “Issues in the Study of Professionals

in Organizations: The Case of Scientists and Engineers”, Organizational Behavior and
Human Performance, 1977, pp. 329-345.
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1. Autonomy -- pérceived right to make decisions about both the means and
goals associated with one’s work.

2. Collegial maintenance of standards -- a belief that standards should be en-
forced by fellow professionals who are the only ones properly equipped to
adequately evaluate work in the field.

3. Ethics -- a felt responsibility to avoid self-interest and emotional involvement
with clients in the course of rendering services, as well as a dedication to high
quality service to the client.

4. Professional commitment -- dedication to the work and the long-term career
aspirations of the professional.

5. Professional identification -- use of the profession and fellow professionals as

major referrents.

Kerr et al. do not believe that it is proper to call an occupation a profession
just because it is widely recognized. However, public accounting has been de-
scribed as meeting the requirements to be properly called a profession. As for the
other occupations within accounting, such as internal auditing and management

accounting, this is not as clear.

Organizational Commitment

Organizational commitment was defined by Porter et al. [1976] as “the relative

strength of an individual’s identification with and involvement in a particular
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organization.”™ Three factors are recognized as important in identifying organ-

izational commitment:

1. A strong belief in and acceptance of an organizations goals and values
2. A willingness to exert considerable effort on behalf of the organization.

3. A strong desire to maintain membership in the organization.

Chisholm and Cummings [1979] found that the degree of organizational suc-
cess was an important work related variable influencing organizational commit-

ment.?

Job Satisfaction

Porter et al. [1973] suggest that organizational commitment may represent a re-
lated but more global evaluative linkage between the employee and the organ-
ization that includes job satisfaction among its specific components. Norris and
Niebuhr suggest that organizational commitment may be much more slowly
formed, but more stable and enduring than job satisfaction, which more a func-

tion of current (perhaps temporary) aspects of the work environment.

" Porter, L. W., W. J. Crampon, and F. J. Smith, “Organizational Commitment and
Managerial Turnover,” Organizational Behavior and Human Performance, Vol. 15,
1976, pp. 87-98.

1 Chisholm, R. F., and T. G. Cummings, “Job Characteristics, Alienation, and Work-

Related Behavior: A Study of Professional Employees,” Journal of Management, 1979,
pp. 57-70.
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Hypotheses

Norris and Neibuhr hypothesized the following:

e HIl: To the extent that the accounting organization is supportive of the pro-
fessional environment, organizational commitment and professional commit-
ment will be positively correlated.

e H2: Professional and organizational commitment for the accountants will

both be positively related to job satisfaction.

Data Collection

Questionnaires were mailed to the subjects, who were 135 professional em-
ployees in three offices of a single big-eight accounting firm. The questionnaires

included the following scales:

e Professionalism -- 20-item scale of Schriesheim [1977].
e Organizational commitment -- 15-item questionnaire of Porter et al. [1974].

e Job satisfaction -- Job description index of Smith et al., [1969].

The usable response rate was 46 percent.
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oC PRO AUTO PC

oC 1.0 0.56* -.07 0.73"
PRO 1.0 0.37* 0.63"
AUTO 1.0 -.05
PC 1.0
ETH

ID

CMS

JSAT

* Significant at p < 0.05

Table 1. Norris and Niebuhr’s [1983] Correlation Matrix

ETH
0.43*
0.74"
-.02
0.35*
1.0

0.40"
0.69"
-.19
0.43*
0.59*
1.0

CMS
0.30"
0.71*
0.19
0.26*
0.50"
0.38"
1.0

JSAT
0.66"
0.39"
-.09
0.51*
0.34*
0.33"
0.17
1.0

Legend:

ocC = Organizational Commitment
PRO = Professionalism

AUTO = Autonomy

PC = Professional Commitment
ETH = Professional Ethics

ID = Professional Identification
CMS =

JSAT = Overall Job Satisfaction

Collegial Maintenance of Standards
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Data Analysis

Analysis of variance (ANOVA) and correlation were used as the primary
analysis tools. The matrix of zero-order Pearson product-moment correlation
coefficients (r) is included in this report as Table 1 on page 60. Data did not
support earlier concerns over conflict between professionalism and organizational
commitment. This, then, is another in the growing number of studies that indi-
cate a professional employee can be high in both professionalism and organiza-
tional commitment, if the organizational climate is supportive of the employee’s

professional responsibilities.

About a year after completion of the data collection for this study, Norris and
Niebuhr gathered information about those individuals who had responded, to
determine which ones had remained with the firm and which ones had subse-
quently left. They found that those who had not left were significantly (p <
0.05) higher in both organizational commitment and professional commitment

than those who had left.

Discussion

As with several earlier studies, Norris and Niebuhr used a small sample of
professional accountants from a single public accounting firm, which makes the

results difficult to use for the purpose of making generalizations regarding other
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firms and other working environments. In fact, the authors themselves indicate
the following warning with regard to their findings: “Quite different results might
be obtained among groups of non-certified accountants and accountants engaged

in private organizations.””™

Norris and Niebuhr did, however, strengthen their study through the followup
collection of actual turnover information. Most studies which include turnover
information at all use some measure of turnover intent as a surrogate for actual
turnover, since most research designs do not permit later identification of those
persons who have and have not left the organization. In hindsight, one might
wonder why Norris and Niebuhr did not include both of these measures. If they
had, the study would also have provided needed information about the true re-

lationship between turnover intent and actual turnover.

Aranya and Ferris [1984]

Arahya and Ferris brought OPC research squarely into the U.S. accounting
arena with their 1984 large-sample study of U.S. Certified Public Accountants
(CPAs) and Canadian Chartered Accountants (CAs).” Their study suggested

that:

™ Norris and Niebuhr, op. cit., p. 58.

 Aranya and Ferris, op. cit.
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¢ Organizational-professional conflict (OPC) may be a significant predictor of
turnover intentions among professional accountants,

¢  The multiple linear regression family of hypothesis testing and modeling
procedures is appropriate in looking at these kinds of variables, and

¢ Organizational commitment and professional commitment are variables that
should be considered in OPC studies within the professions related to ac-

counting.

In addition to the important points cited above, Aranya and Ferris opened
the door toward similar testing in the field of management accounting by tenta-
tively concluding, based on their observations, that OPC is significantly lower in
professional organizations (such as CPA firms) than in nonprofessional organ-
izations (such as industrial firms).” Their sample consisted primarily of CPA firm
professionals. Aranya and Ferris found higher levels of OPC in those account-
ants employed by nonprofessional organizations than in those emploved in CPA

firms. This finding agrees with their expectations based on earlier studies.™

% Ibid., p.9.

% For example, Aranya, Lachman, and Amernic [1982], op. cit.
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Table 2. Aranya and Ferris’s [1984] OPC Model.

ORGANIZATIONAL JOB
COMMITMENT SATISFACTION

N/

ORGANIZATIONAL-PROFESSIONAL

/ CONFLICT
PROFESSIONAL TURNOVER
COMMITMENT INTENTIONS
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Research Model and Hypotheses

The fundamental model posited by Aranya and Ferris is shown in Table 2
on page 64. Although they did not formally apply a causal modeling approach,
such as path analysis in their study, it is clear that Aranya and Ferris intuitively
visualized the hypothesized relationships as having a particular direction of in-
fluence associated with them. More specifically, their arrow diagram, which has
the appearance of a path model, shows OPC being influenced by organizational
commitment (OC) and professional commitment (PC). OPC, in turn, is depicted

as impinging upon job satisfaction and turnover intent.

Aranya and Ferris proposed the following hypotheses for their study, which

derive, at least in part, from the model depicted in Table 2 on page 64.

e HI: The organizational and professional commitments of accountants work-
ing in professional organizations will tend to be higher than that of account-
ants employed in nonprofessional organizations.

e H2: The organizational-professional conflict (OPC) of accountants working
in professional organizations will tend to be lower than that of accountants
employed in nonprofessional organizations.

e H3: Within the context of professional organizations, the level of organiza-
tional and professional commitment will tend to be positively related to the

level within the organization’s hierarchy.
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e H4: Within the context of professional organizations, the level of OPC will
tend to be inversely related to the level in the organization’s hierarchy.

e Hé6: OPC will tend to be inversely related to the job satisfaction of account-
ants.

e H7: OPC will tend to be positively related to the turnover intentions of ac-

countants.

Subjects

The subjects of the Aranya and Ferris study consisted of 2,016 CPAs and
CAs, including 657 partners, 285 managers, and 132 staff accountants, from
major accounting firms. It may be noteworthy that their sample was heavily
weighted in the direction of the firms’ owner-managers, so their results may hold
more validity with regard to this stratum than for the lower-level accountants in

the firms.

Research Methodology

Aranya and Ferris used questionnaires for their information-gathering in-
strument. The Key variables of organizational commitment and professional

commitment were adapted from a 15-item scale that had been developed and
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validated by Porter, et al. [1974]”, thereby obviating revalidation in the 1984
study. The seven-point Likert-type response scale used by Aranya and Ferris has
been used consistently throughout the recent literature in which relationships
among these variables have been tested. This scale is discussed in more detail

later in this chapter.

OPC was measured by asking the respondents to respond on a seven-point
Likert-type scale to the statement: “The type and structure of my employment
framework give me the opportunity to fully express myself as a professional.”
This item is designed to capture the degree to which the professional employee
feels that the organization is imposing requirements or conditions that are per-

ceived as violating the employee’s professional standards or duties.

Turnover intent was measured by asking, “How likely is it that you will ac-
tively look for a different organization to work for in the next year?” The seven-
point response scale ranged from highly likely to highly unlikely. Job satisfaction

was measured using questions based on Porter’s Need Satisfaction Questionnaire.

7 Porter,L., R. Steers, R. Mowday, and P. Boulian, “Organizational Commitment, Job
Satisfaction and Turnover Among Psychiatric Technicians,”, Journal of Applied Psy-
chology, October 1974, pp. 603-609.
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Analysis and Results

Aranya and Ferris used multiple linear regression and the Pearson product-
moment correlation coefficient to measure the relationships among the research
variables. All of their hypotheses except H3 were strongly supported by the data.
In particular, H7 affirmed that OPC and turnover intentions are positively re-

lated, and H6 affirmed that OPC and job satisfaction are inversely related.

Other Comments

The Aranya and Ferris paper represents an important navigation point for
those who are interested in the professionalization movement within accounting-
related occupations as well as turnover and job satisfaction, which appear to be
affected by OPC. It is likely that other researchers will undertake to replicate,

refine, and extend the results of the Aranya and Ferris study.

Because the sample in the Aranya and Ferris study is heavily weighted toward
large public accounting firms, it tells us little about OPC and its antecedents and
consequences in the nonprofessional, bureaucratic setting. They do have enough
non-public accounting CPAs to suggest that that OPC and its organizational
consequences may be more pronounced among professional employees in
nonprofessional settings than in professional organizations such as public ac-

counting firms. Further work will be needed in this area.
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Harrell, Chewning, and Taylor [1986]

Questionnaires patterned after those of Aranya and Ferris [1984], but with
some added predictor variables (discussed below), were completed by 59 internal

auditors employed by three banks in a medium-sized southeastern city.

Harrell, Chewning, and Taylor used the model supported by Aranya and
Ferris [1984] but added the following variables: Supervisory Status and Tenure
as predictors of Organizational Commitment, and Institute of Internal Auditors
Membership as a predictor of Professional Commitment.”™ It had been suggested
by earlier studies of Lee [1971], Steers [1977], Hrebiniak and Alutto [1972], and
Angle and Perry [1981], that one’s length of service in an organization and level
within the hierarchy may impact the employee’s organizational commitment.
Similarly, professional association membership was viewed as logically related to

the individual’s professional commitment.

The first five hypotheses of Harrell et. al., are notably similar to those of
Aranya and Ferris [1984], as well as to those of Aranya, Pollock, and Amernic

[1981] and Norris and Niebuhr [1984]. They are as follows:

™ Adrian Harrell, Eugene Chewning, and Martin Taylor, “Organizational-Professional
" Conflict and the Job Satisfaction and Turnover Intentions of Internal Auditors,” Au-
diting: A Journal of Practice and Theory, Spring 1986, pp. 109-121.
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¢ HI: An individual’s level of OPC is directly and positively related to the in-
dividual’s turnover intentions.

e H2: An individual’s level of OPC is directly and negatively related to the in-
dividual’s level of job satisfaction.

® H3: An individual’s level of professional commitment is directly and nega-
tively related to the individual’s level of OPC.

e H4: An individual’s level of OPC is directly and positively related to the in-
dividual’s level of OPC.

e HS5: An individual’s levels of organizational commitment and professional

comnmitment interact in relation to the individual’s level of OPC.

The three remaining hypotheses of Harrell et. al. [1986] are as follows:

e H6: An individual’s membership in the Institute of Internal Auditors is di-
rectly and positively related to the individual’s level of professional commit-
ment.

e H7: An individual’s status as a supervisor is directly and positively related
to the individual’s level of organizational commitment.

e HS8: An individual’s tenure with his employing organization is directly and

positively related to the individual’s level of organizational commitment.

The hypothesized relationships among the variables were causal, and path
analysis was used to statistically analyze the resulting data. Path analysis is an

application of multiple linear regression analysis in which the hypothesized re-
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lationships are directional (causal), meaning that such directionality is consistent
with the researchers’ model. Thus, even though causality cannot be proven
through the use of path analysis, if the a priori model of the researcher contains
causal linkages, then the resulting analysis can at least demonstrate that the re-
sults are or are not consistent with the the model’s predictions. Harrell,
Chewning, and Taylor indicate that “reliance on logical relationships and previ-
ous research is required. Hence the reliance of this study upon the research of
Aranya and Ferris [1984].”™. Path analysis will be described more fully in the
next chapter, as it is an analysis method adopted for use in the present study,
which will similarly rely upon the findings of Harrell et al. [1986] as well as those

of Aranya and Ferris [1984].

The measurement scales used by Harrell et. al. were deliberately patterned
after those used by Aranya and Ferris [1984], who had, in turn used previously
validated questionnaires to avoid the necessity for further validation, as well as
to add consistency and comparability to the developing chain of OPC research in
accounting-related professions. An exception exists in that Harrell et al. used a
simple, single-item scale in the measurement of job satisfaction in lieu of the
complex hierarchical scale of Porter et al. that was adopted by Aranya and

Ferris.®

™ Harrell, Chewning, and Taylor, 1986, p. 115.

® This simplified approach for measuting job satisfaction has been adopted for the
present study as well, but with the other variables used by Aranya and Ferris (organ-
izational commitment, professional commitment, OPC, and turnover intent) remain-
ing substantially intact among the three studies.
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All but two of Harrell et al.’s hypotheses were supported by the data with
p-values less than 0.01. Relationships in terms of standardized beta weights were
not significant in the cases of H1 and HS8, although the regression models them-

selves were significant at the 0.01 level.

Interestingly, Harrell et al. did not find a direct causal linkage between
turnover intent and OPC (H1). However, the relationship between turnover in-
tent and tenure was strong and in the predicted (inverse) direction, which may
have tended to overshadow the weaker expected relationship. Also, OPC was a
strong (inverse) predictor of job satisfaction. Job satisfaction inversely impacted
turnover intent; thus an indirect relationship is suggested between OPC and
turnover intentions. Since all of the subjects were employees of only three banks
in a single geographic area, it would be a useful extention of the Harrell et al.
study to extend it specifically to internal auditors in other areas and lines of
business, in case industry-specific or location-specific organizational variables are
significantly impacting the results. It may also be that the relatively small sample

size tends to shadow effects that may be present but are not clearly significant.

The Harrell, Chewning, and Taylor [1986] study is important in that it applied
path analysis to OPC research in an accounting-related profession without redo-

ing the fundamentally sound regression methodology base affirmed by Aranya

# Harrell, Chewning, and Taylor, 1986, p. 115.
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and Ferris [1984]. Also, its other important hypotheses were well supported by

the data.

Summary

As the reader has observed, the literature has begun to focus on the variables
of interest in the present study, although not in the management accounting en-
vironment. Professionalism, the professionalization of various occupations, OPC,
organizational and professional commitment, job satisfaction, and turnover in-
tentions are shown to be important in their own right and to have interesting and
potentially important interrelationships. The need is clear for research dealing
with these variables in the emerging profession of management accounting. Thus,
the literature supports both the need for, and the methodology chosen, for the

current study of OPC in management accountants.
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Chapter 3
HYPOTHESIS DEVELOPMENT AND
RESEARCH METHODOLOGY

Introduction

The model and resulting hypotheses, relating organizational-professional
conflict to its suggested antecedent and consequent variables for management

accountants, are described in the first sections of this chapter.

Following the model and hypothesis development, the researcher describes the
design for collecting data. This includes the development of the questionnaire,
the the selection of an appropriate group of subjects to whom the questionnaire

would be administered, and measures taken to enhance the willingness of the
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subjects to participate in the study. The final major section of this chapter is a

description of the statistical procedures selected for analysis of the data.

The Organizational-Professional Conflict Model

The set of expected relationships that compose the research model are de-
scribed in this section of the chapter. First, the relationships involving expected

antecedents of OPC are presented, foljowed by the expected consequents of OPC.

Antecedents of OPC

Previous studies lend support to the notion that organizational-professional
conflict (OPC) is affected by an individual’s organizational commitment and
professional commitment [Harrell, Chewning, and Taylor, 1986; Aranya and
Ferris, 1984]. Some studies have also suggested that OPC may vary inversely
with the professional employee’s tenure (length of service) in the organization
[Harrell, Chewning, and Taylor, 1986; Aranya and Ferris, 1984; Sorensen and

Sorensen, 1974].

Organizational commitment may be expected to be directly and positively af-

fected by the employee’s level in the hierarchy of the organization as well as by
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the employee’s tenure with the organization [Harrell, Chewning, and Taylor,

1986).

Self-Supervisor Conflict Regarding Professionalization

The literature has suggested that professional employees in nonprofessional
organizations (such as industry and government) tend to experience higher levels
of OPC than those professionals employed by professional firms (such as archi-
tectural firms, law firms, and CPA firms) [Aranya and Ferris, 1984]. Other
studies have looked into various aspects of organizational climate that may be
related to role conflicts [Senatra, 1980] and the relationship between
professionalism and organizational commitment [Norris and Niebuhr, 1983].
These studies, when taken together, point to the idea that professionals tend to
experience higher levels of organizational commitment and lower levels of OPC
when their organizations recognize their professional status and allow, even en-
courage, professional activities such as meetings with fellow professionals and
continuing professional education. Conversely, they suggest that where a profes-
sional’s employer makes little or no allowance for the employee’s professionalism,
effectively treating the professional as a nonprofessional subordinate, that em-
ployee is likely to experience low organizational commitment and a high level of

OPC.
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Table 3. Proposed Fourfoid Typology for OPC and Professionalism

Accountant’s Self-image

As a Professional

Nonprofessional Professional
Employee Employee

Perceived Professional Quadrant Il Quadrant |
Image in Employee Moderate OPC Low OPC
the Eyes
of the Nonprofessional Quadrant Il Quadrant IV
Accountant’s Employee Moderate OPC High OPC
Superiors
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Logically, if such a problem exists for professional employees, it would be
magnified in cases where employee are strongly committed to their profession and
its standards. Because management accounting is an emerging profession, it is
quite likely that the range of professional commitment among management ac-
countants may be much broader than in long-established professions, such as
medicine, law, and the ministry. The highest levels of OPC, then, may be ex-
Apected to coincide with a situation in which the employee considers management
accounting to be fully professionalized and the employer’s superiors do not think

of management accounting as a profession.

Based on the preceding arguments, a fourfold typology was developed, which
is represented in Table 3 on page 77. The four types of situations are depicted
by the four quadrants shown in the model, with quadrant I being the one in
which the highest levels of OPC would be expected, and with quadrant IV being

expected to contain the lowest levels of OPC.

If the above model, relating OPC to the interaction of the accountant’s and
the supervisor’s views of management accounting as a profession, is valid, then
it points to a previously unused variable that may be uniquely important in ex-
plaining or predicting OPC levels where members of an emerging profession are
employed in bureaucratic organizations. This variable will be termed self-
supervisor conflict, abbreviated SSCON. It is predicted that SSCON will be di-
rectly and positively associated with OPC, and directly and negatively associated

with organizational commitment.
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Consequences of OPC

Various studies have linked OPC with the tendency of professional employees
to leave their organizations. This tendency has been referred to as migration
tendency, propensity to leave, turnover tendency, and turnover intentions. Here,
it will be referred to as turnover intent. The usual, though often unstated, reason
for including turnover intent rather than actual turnover in the model is that ac-
tual turnover is very difficult, if not impossible, to measure, except by means of
a longitudinal study. Therefore, turnover intent is used as a surrogate for actual
turnover. Turnover intent is expected to be directly and positively influenced by

OPC.

Job satisfaction is the other variable often hypothesized to be affected by OPC.
In early studies, researchers assumed that job satisfaction directly impinged upon

turnover intent, but studies have not shown this to be the case.

One of the major difficulties of dealing with job satisfaction is that there has
been an almost total lack of uniformity regarding both its meaning and its meas-
urement. In some studies one will find that job satisfaction was taken to mean
a measure of the extent to which the job satisfies the specific levels of Porter’s
[1961] hierarchy of needs. Some take job satisfaction to mean satisfaction with
some particular aspect of the job, such as salary or quality of supervision. Al-
though such information is certainly interesting and may be useful in the context

of some research models, the approach adopted for the present study is similar
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Table 4. Proposed OPC Path Model for Management Accountants

TENURE\
ORGANIZATIONAL JOB
COMMITMENT SATISFACTION
SUPERVISOR
STATUS
oPC
SSCON
PROFESSIONAL TURNOVER
COMMITMENT INTENT
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to that of Harrell, Chewning and Taylor [1986, p. 114], in which a single item is
used, in which the employees are asked for an overall indication of their level of
satisfaction with their jobs. Job satisfaction is expected to be directly and nega-

tively associated with OPC.

Proposed OPC Model for Management Accountants

Based on the foregoing discussion of OPC and its suggested antecedent and
consequent variables, the proposed OPC model for management accountants is
presented in Table 4 on page 80. The arrows indicate the hypothesized directions
of influence between various pairs of variables where a significant relationship is
expected. The hypotheses of the study, which are presented in the following sec-

tion, are derived from this proposed model.

Hypotheses

This section presents the hypotheses of the study, which have been derived
from the proposed OPC model for management accountants, which was pre-

sented and discussed in the preceding section.

e Hl(a): There are management accountants, including CMAs, whose self-

concept as professionals is not accompanied by the perception of a similar
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concept in the eyes of their superiors who shape the priorities of the organ-
ization.

e Hi(b): Conflict between self-image and perceived superior-image is directly
and positively associated with organizational-professional conflict, and di-
rectly and negatively associated with organizational commitment.

e H2: Within the context of management accounting, the level of organiza-
tional and professional commitment will tend to be positively related to the
level within the organization’s hierarchy (supervisory status).

e H3: Within the context of management accounting, the level of OPC will
tend to be inversely related to level in the organization’s hierarchy (supervi-
sory status).

e H4: OPC will tend to be inversely related to the job satisfaction of manage-
ment accountants.

e HS: OPC will tend to be positively related to the turnover intentions of
management accountants.

e Hé6: Tenure with the organization will be positively related to organizational
commitment.

e H7: Tenure with the organization will be negatively related to both OPC and

professional commitment.
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The Questionnaire

The research instrument, which was eight pages in length, was designed with
the goals of (1) taking advantage of prior studies, in which similar variables were
measured, and (2) minimizing its length and complexity, as a means of gaining a
satisfactory response rate from participants. Other considerations which are be-
lieved to have enhanced the response rate are discussed in a later section of this
chapter. The questionnaire and transmittal letter are included herein in an the

appendix which follows the body and bibliography.

The first section of the questionnaire gathered the demographic and back-
ground information about the participants. Although variables such as age, sex,
professional certification, and public accounting experience are not included in
any of the hypotheses, it is useful to obtain such information, in case it turns out
to be a confounding variable which tends to mask one or more of the effects of
interest. When such a situation occurs, detecting and controlling for confounding
variables can potentially increase the likelihood of detecting significant relation-
ships that actually exist. Numerous prior studies reported null hypotheses that
could not be rejected in spite of the fact that the relationships were in the hy-
pothesized direction. One can only surmise that the effect was present but was

masked by confounding variables that were not controlled for.
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The paragraphs that follow describe the measurement scales used in measuring

the variables of interest.

Organizational commitment and professional commitment. The organizational
commitment scale of Porter, Steers, Mowday, and Boulian [1974] was used for
this measurement. This is a 15-item scale which focuses on the employee’s will-
ingness to exert extra effort for the organization and the employee’s strength of
association with the goals of the organization. The individual items are state-
ments, and the respondent expresses agreement or disagreement on a seven-point
Likert-type scale, verbally anchored at the extremes with “strongly disagree” and
“strongly agree.” An example is as follows: “I am willing to put in a great deal
of effort beyond that normally expected in order to help this organization be
successful”. This scale has been used in numerous other studies, including
Aranya and Ferris [1984] and Harrell, Chewning, and Taylor [1986]. The score
is determined by averaging the responses to the various items, taking into account

that some of the items are reversed, as a means of controlling response bias.

Professional commitment is measured on a 15-item scale identical to the or-
ganizational commitment scale, except that the word organization is replaced with
the word profession. This scale has also been used in the studies cited above, as

their measure of professional commitment.
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Tenure and Supervisor Status

Tenure was measured by asking the respondent, “How long have you been
associated with your present organization? ___Years.” Supervisor status is a sur-
rogate for “level within the organization,” which was found to be related to or-
ganizational commitment in studies of public accounting firms. Since all of the
large public accounting firms use similar titles to depict the levels of professional
staff members, these titles could be used for this variable. Among management
accountants, however, standard titles are less common; therefore, another means
had to be derived for determining the accountant’s level in the organization. The
respondents were asked “How many individuals do you supervise in your present
position.” In order to achieve a more linear relationship, the base-two logarithm

of the taken as the value of this variable.

Self-Supervisor Conflict

Self-supervisor conflict (about the professional status of management ac-
counting), abbreviated SSCON, was measured by asking the respondents (1)
whether they believe that management accounting has become a profession and
(2) whether their supervisors believe that management accounting has become a

profession, then subtracting response (2) from response (1).
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OPC, Job Satisfaction, and Turnover Intent

OPC was assessed by asking the accountant to respond to the statement “The
type and structure of my employment framework give me the opportunity to fully
express myself as a professional.” This item was taken from the Aranya and
Ferris [1984] study. Job satisfaction was measured by the statement “I am ex-
tremely glad I chose this organization to work for.” Turnover intent was assessed
by the statement, “It is highly likely that I will actively seek another organization
to work for within the next year.” This measure was also used by Aranya and
Ferris [1984], and numerous studies have use similar, although not identical,

measures for turnover intent.

Subjects

The survey questionnaire was mailed to a random sample of 500 of the ap-
proximately 33,000 members of the National Association of Accountants whose
work organizations were classified as manufacturing. This was done in order to
maximize the number of persons sampled who would likely be in management
accounting positions, as opposed to other NAA members, many of whom are not
currently employed as management accountants. In addition to this sample, a

sample of 100 of the approximately 5,000 holders of the CMA Certificate were
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also randomly selected.® The two groups received questionnaires which were
identical except that they were printed on paper of a different color for ease of

sorting the responses.

The sample size was substantially larger than most of the OPC studies cited
in Chapter 2, in which CPA firm professional staff members were the primary
subjects. The reason for choosing a sample as large as 600 was twofold: (1)
There would certainly be some members selected who are not currently employed
as management accountants (some would be educators, managers, CPA firm
practitioners, retirees). This would cause a reduction in the usable sample. And
(2) Some of the earlier studies reported resuits that were not significant; some-
times an increase in the sample size increases the likelihood that significant effects
will be detected. The response rates in similar mail-surveys involving accountants
have averaged in the range of about 40 to 45 percent, which hopefully would
produce a usable sample of approximately 200, after elimination of the non-

management accountants.

2 The random selection of both samples was performed by the NAA, using its own
computer program. The researcher did not have access to the computer program nor
to the complete membership list for verification; however, the matter was discussed
with a responsible NAA representative, and the researcher was reasonably assured
that the computerized selection procedure did in fact produce random samples from
the designated populations.

HYPOTHESIS DEVELOPMENT AND RESEARCH METHODOLOGY 87



Non-Response Bias and Measures Taken to Enhance the

Survey Response

Mail-survey research, in general, has several dangers associated with it. The
most obvious is the potential for nonresponse bias. That is, there is no guarantee
that those who did not respond to the survey, had they chosen to respond, would
have provided responses similar to those who did respond. The following meas-
ures will be employed to help control non-response bias: A record will be main-
tained of the date each response is received, in light of the traditional, but
unproven, belief that late responses most closely resemble nonresponses. After
all responses were in, the researcher will perform correlation and regression ana-
lyses between the length of response time and each of the important variables in

the study.

Substantial effort has been devoted to achieving a response rate that would
be large enough to minimize the risk of non-response bias. In this regard, the
following steps have been taken: Questionnaires were professionally printed on
light blue and light grey stock in a very attractive way. Each questionnaire was
accompanied by an individually typed letter which contained the recipient’s name
and address and was personally signed in blue-black ink by the researcher. The
letter was made to look as personal as possible, and it contained wording that

referred to the importance of each participant’s response.
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The cover letter clearly indicated that all information provided by participants

would be held in strict confidence.

Each questionnaire was accompanied by a self-addressed postage-paid return
envelope. A commemorative first-class stamp was affixed to the outside envelope
for each questionnaire. Its purpose was to avoid the appearance of bulk-rate
mail, which the researcher was entitled to use, but chose not to do so in order to

gain a maximum response.

Another danger inherent in mail-survey research is that the recipient might
misinterpret an item and thus provide erroneous information. This possibility
was dealt with in two ways: (1) To the extent possible, the researcher used
questionnaire items and scales that had been previously used and validated by
other researchers. (2) In an informal pre-test procedure, the researcher had the
instrument reviewed by several individuals who are knowledgeable in this area
of research, as well as several others who are not, and the feedback from all of
these individuals indicated that all questions and instructions were clear, reason-

able, and understandable.

A final danger of mail surveys is the lack of control over who actually com-
pletes the questionnaire. It has been suggested that some executives ask an as-
sistant or secretary to complete them, which would likely bias the results. The
researcher considers that the best available control for this eventuality is the total

anonimity of the respondents. Since no one will ever know which subjects did
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and did not return their questionnaires, one who has no interest in participating
in the study would be far more likely to throw the instrument away than to ask

an assistant to complete it.

Statistical Analysis Procedures

The primary statistical tools for this study will be Pearson product-moment
correlation analysis and path analysis. Correlation analysis provides, for any pair
of variables, a measure of “the extent to which performances on two variables
agree with one another.”® Path analysis decomposes the observed correlations
into their direct and indirect effects, making it particularly useful when the model
specifies a direction of causality between some or all of the variables of interest.
Path analysis, and the justification for its use, are explained in much more detail

in a section which follows.

In addition to correlation analysis and path analysis, analysis of variance will
be used in testing Hypothesis 1, to determine whether the fourfold typology that
is hypothesized to impact OPC and organizational commitment actually produces

the expected effect. A multiple comparison procedure will be applied if signif-

8 Burroughs, G. E. R., Design and Analysis in Educational Research, Educational
Monograph No. 8, University of Birmingham School of Education, 1975, p. 72.
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icant differences are found, to control for the possibility of the effect being a

random occurrence.

Path Analysis

One of the first caveats heard by any student of statistics is that, ordinarily,
correlation between any pair of variables does not imply that a change observed
in one of the variables causes the change observed in the second variable. This
warning is particularly appropriate in non-laboratory research, that is, where
neither of the variables is controlled by the researcher. In such cases, either of
the two variables could theoretically be causing the observed change in the other,
or, there could be some additional, unmeasured variable, that is causing related

changes in both of the measured variables.

Clearly, it is important for researchers to avoid unjustified conclusions re-
garding causal relationships among variables of interest. However, it is also im-
portant, and perhaps even more important that researchers attempt to distinguish
between those situations in which conclusions about causality cannot be justified
and those in which it is fitting and proper to conclude that one observed change

is causing another.

How does one go about making such a distinction? The two extremes are

fairly easy to define. On the one hand, some relationships are observed with little
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or no knowledge of whether or not they are causally related. Much-publicized,
there is apparently some relationship between stock-market prices and the hems
of women’s skirts. Generally, however, it is not believed that either of these is
causing the other. A more likely explanation might be that, when people feel
generally good about the state of the economy and its future, both of these
quantities tend to rise, whereas, in times of gloom and doom, both have a tend-

ency to fall.

On the other hand, in the laboratory setting, researchers can control one or
more independent variables, keep other variables relatively constant, and observe
the effect on the dependent variable of interest. Under such controlled condi-

tions, there is little doubt that conclusions about causality are often justified.

In the vast middle ground between these two extremes, researchers obviously
must be very cautious in dealing with apparent cause-and-effect relationships;
however, in a growing number of disciplines, such conclusions are not being
avoided. A branch of statistics, known as causal modeling, is generating welcome
ideas and procedures for use in those disciplines, including the social sciences,

where observed but uncontrolled relationships appear to have a causal basis.

Asher states that causal modeling is beneficial as a heuristic device as well as

an analytic technique:
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Thinking causally about a problem and constructing an arrow diagram that
reflects causal processes may often facilitate the clearer statement of hypoth-
eses and the generation of additional insights into the problem at hand.*

Pedhazur [1982] agrees with Asher:
In the work of scientists, even in the work of those who are strongly opposed
to the use of the term causation, one encounters the frequent use of terms that
indicate or imply causal thinking. When behavioral scientists, for example,
speak about the effects of child-rearing practices on the development of cer-
tain personality patterns, or the effect of reinforcement on subsequent behav-
for, or the influence of attitudes on perception, there is an implication of
causation. Similarly, it has been noted (Alker, 1966) that while political sci-

entists are reluctant to use causal language, they employ concepts (influence,
power, decision making) that imply causal processes.*

Pedhazur concludes, “In sum, scientists, qua scientists, seem to have a need
to resort to causal frameworks, even though on philosophical grounds they may

have reservations about the concept of causation.”*

Path analysis, a form of causal modeling which builds on the principles of
linear regression analysis, is used in the present study for testing the strength of
the hypothesized relationships among the variables of interest. Path analysis has
been applied in previous accounting research by Ferris [1977], Aranya, Lachman

and Amernic [1982), and Harrell, Chewning and Taylor [1986].

% Asher, Herbert B., Causal Modeling, 2nd Edition, Beverly Hills: Sage Publications,
Inc., 1983, p. 8.

% Pedhazur, Elazar J., Multiple Regression in Behavioral Research (2nd edition), New
York: Holt, Rinehart and Winston, 1982, pp. 577-578.

% Ibid.
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In path analysis, standardized beta weights from the regression analysis be-
come path coefficients in the chain of identifiable causal factors, which act alone
and in combination with other factors to impinge upon the dependent variable(s)
of interest. A significant (using alpha = 0.05) standardized beta associated with
one of the independent variables, when effects of other independent variables are
controlled for, indicates a direct relationship between that independent variabie

and the dependent variable.

Path analysis does not determine the direction of causality. The direction is
specified by the researcher and should be based on logical and theoretical foun-
dations. The stronger the theoretical foundation, hopefully supported by results
from previous studies, the more justifiable is the specification of causal directions
by the researcher. Of this, Asher asserts:

Probably the best advice that one could offer to someone contemplating the
use of causal modeling is to begin with a model in which one has substantial

confidence. Presumably this confidence results from some theoretical or
substantive reasoning about the linkages between the variables of interest.”

The assumptions needed for application of path analysis are essentially the
same as for multiple linear regression, to which it is closely related. The model
is assumed to be properly specified, the variables are assumed to be accurately
measured, and the residuals are assumed to have a zero mean, constant variance,
and an absence of autocorrelation. There is usually no guarantee that all of the

assumptions are justified. However, as with regression analysis, the procedures

¥ Asher, op. cit., p. 10.
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are said to be sufficiently robust to withstand the violations normally encount-
ered. According to Bohrnstedt and Carter,
We feel there is ample evidence to suggest that regression analysis is ade-
quately robust except in the presence of measurement and specification error.
It has been shown that the problems of heteroscedasticity and nonnormality
do not, in fact, generally cause serious distortions.*
With respect to measurement error, Asher says, “The assumption that the inde-

pendent variables are measured without error is unrealistic; but it is violated

regularly by anyone who uses regression analysis.”*

Given the heuristic benefits of “causal thinking” and the assertion that the
underlying assumptions are in line with the popular method of multiple linear
regression, it is considered appropriate to continue and extend the application of
path analysis in studies of the accounting-related professions. Although path
analysis was first developed and applied in agricultural research, it was quickly
adapted to research in the social sciences, especially sociology, in which organ-

izations and professions are also studied.

A benefit of path analysis over the classical regression/correlation methodol-
ogies is that path analysis provides an analysis of both direct and indirect causal
linkages contained in the total correlation. In Asher’s words, “Any correlation
between two variables can be decomposed into a sum of simple and compound

paths, and a compound path is equal to the product of the simple paths com-

% Bohrnstedt, G. W., and T. M. Carter, “Robustness in Regression Analysis,” in H. L.
Costner (ed.), Sociological Methodology, San Francisco: Jossey-Bass, 1971, p. 142.

¥ Asher, op. cit., p. 28.
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prising it.”® In the early years of its application, the mathematics involved in de-
composition of correlations was tedious, particularly with respect to unraveling
the indirect effects. This might explain why path analysis was often foregone in
favor of less cumbersome mathematical models. In recent years, however, com-
puter programs have excised most of the tedium from path analysis, which seems

to coincide with its recent increase in popularity among the social sciences.

The computer program selected for performing the analytic decomposition of
the product-moment correlations is known as GEMINI. This program was de-
veloped by Wolfle and Ethington at Virginia Polytechnic Institute and State

University.”

The first major study in accounting which used path analysis as the primary
analysis tool was Aranya, Lachman, and Amernic’s 1982 paper, entitled “Ac-
countants’ Job Satisfaction: A Path Analysis,”*” which was discussed in Chapter
2. The notation generally used in path analysis consists of an arrow diagram, the
direction of the arrows depicting the hypothesized direction of the causal influ-
ences among the variables in the model. Such a diagram, depicting the antic-
ipated causal relationships among the variables of interest, is presented in Table

4 on page 80.

% Asher, op. cit., p. 33.

% Wolfle, Lee M., and Corinna A. Ethington, “GEMINI: A Program for Analysis of
Structural Equations with Standard Errors of Indirect Effects,” Behavior Research
Methods, Instruments, and Computers, Vol. 17, 1985, pp. 581-584.

% Accounting, Organizations and Society, Vol. 7, 1982, pp. 201-215.
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There is no guarantee that the causal model under analysis is properly speci-
fied, nor that all of the variables are accurately measured. However, the benefits
of causal thinking are considered to make the path model an appropriate, al-
though tentative, supplement to the reporting of correlations among the variables.
It is fortunate that previous research has provided a substantial theoretical base
for the selection of (1) the variables to be included, (2) the direction of influence
among the variables, and the causal modeling methodology which is becoming

widely used and and accepted in the literature of the social sciences.

Concluding Summary

The literature has generously provided a well defined set of hypothesized re-
lationships among OPC and its antecedents and consequents. However, since
these relationships have not previously been tested in the management accounting
context, it would not be surprising if differences are found which lead in the di-
rection of a different model for management accountants than for public ac-
counting practitioners. The result, it is hoped, will be a clearer understanding of
where management accounting now stands in its quest for professionalization, as
well as clue about the interrelationships among the personal and organizational

variables included in this study.
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Chapter 4

ANALYSIS OF RESULTS

Introduction

The results of the survey research that was carried out according to the re-

search design described in Chapter 3 are reported in this chapter.

To provide the reader with an awareness of the nature and numbers of the
participants in the study, a descriptive summary of the respondents in terms of
some of the demographic information captured by the survey instrument is pre-
sented in the first section that follows. The second section contains a report on
the specific hypotheses developed prior to the collection of the data and indi-

cations of the degree to which the data do and do not support the hypotheses.
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In the third section of the chapter, the writer expands the analysis of the re-

sults beyond the hypothesis tests in two specific ways:

1. An exploration of the predicted interaction between the management ac-
countant’s own perception of professionalism and that which the manage-

ment accountant perceives in his or her supervisor or rating official.

2. Path analysis procedures are employed,as explained in Chapter 3, to graph-
ically depict direct and indirect relationships between the key variables, the
paths having been developed through series of multiple linear regression and

correlation analyses.

An appendix, which follows the body of this paper, contains the multiple lin-

ear regression and correlation tables used for developing the path analyses.

Descriptive Summary of Survey Respondents

The survey instrument was mailed to 599 members of the National Associ-
ation of Accountants (NAA), who were selected in the following manner: A

sample of 500 was randomly selected® from that segment of the NAA’s mem-

% The selections were made by the NAA’s own random selection computer program,
which the researcher did not have the opportunity to evaluate. However, no infor-
mation has been noted to indicate nonrandomness of the sample, and the researcher
was assured by a responsible representative of the NAA that the sample was randomly
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bership whose membership record indicated a manufacturing work affiliation.
An additional sample of 100 was randomly selected in a similar fashion from
those members whose membership record indicated they are holders of the CMA

certificate.

When the two samples were compared for duplications, only one member
appeared in both samples. The duplicate was removed prior to mailing; there-

fore, the total number circularized was 599 instead of 600.

In addition to the 100 CMAs specifically selected, the general sample of 499
included, by chance, an unknown number of CMAs, of whom 14 responded to
the questionnaire (as determined from information supplied by the participants
themselves). These 14 brought the total number of CMA responses to 86, com-
pared with 195 responses from non-CMAs, in the total of 281 responses (46.9
percent response rate). Table 5 on page 101 summarizes the demographic com-

position of the 281 respondents.

It should be noted that of the 281 participants, some 80 (28 percent) indicated
that their current work field was other than management accounting. These 28
were removed from the sample prior to analyzing the daté, in order that the re-
sponses used be limited to NAA members currently engaged in management ac-

counting work. Therefore, it is the remaining 201 respondents, who indicated

selected from the current membership data base. In addition, in a relatively large
sample, such as this one, it would be unlikely for a lack of randomness, should it exist,
to introduce any important bias into the results.
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Table 5. Summary of Participant Data

CMA General Combined
Sample Sample Sample
Questionnaires mailed 100 499 599
Number of replies received 62 219 281
Percentage response rate 62% 44% 47%
Male Female
Current
Occupations Percent
of Participants Number  of Sample No. % No. Y
Management
accounting 201 71.5 175 87 26 13
Public accounting 10 3.6 10 100 0 0
Internal auditing 6 2.1 6 100 0 0
Management 48 17.1 45 94 3 6
Education 5 1.8 5 100 0 0
Government 3 1.1 3 100 0 0
Other 8 2.8 6 75 2 25
Totais 281 100.0 250 89 31 11
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current employment in management accounting, whose responses have been used

in testing the hypotheses.

About one-fifth of the respondents omitted one or more items of information
requested in the questionnaire. Most of the omitted items were demographic
questions which do not affect the tests of hypotheses. Also, since each of these
responses could be used in some if not all test procedures, the number of usable

observations varied only slightly among the various statistical tests.

The results of the hypothesis tests are described in the following section of this

chapter.

Results of Hypothesis Testing

This section of the chapter contains the results of the statistical tests performed
on the eight hypotheses that were developed in the Chapter 3. For the conven-
ience of the reader, each of the hypotheses will be restated, followed by a brief
review of its development, before indicating the results of the tests that have been
performed. For the interested reader, more detail on the development of the hy-

potheses is available in Chapter 3.

Hypothesis H1(a): There are management accountants whose self-concept
as professionals is not accompanied by the perception of a similar concept in
the eyes of their superiors who shape the priorities of their organizations.
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This first hypothesis was developed around the concept that management
accounting is an emerging profession. Within an emerging profession there may
be individuals who are highly professional, others who are functioning as non-
professional employees, and still others who fall somewhere on the continuum
between these two extremes. In addition to the management accountants them-
selves, their supervisors may also be undergoing a transition, in which some rec-
ognize their management accountants as professionals and others do not. The
question here is whether, for a substantial number of management accountants,
these two views regarding the professional status of management accountants do
not coincide. If, as it is hypothesized, there are numerous supervisors of man-
agement accountants who disagree with their accountants on this matter of pro-
fessional status, then this disagreement itself might become an important variable
in the study of other auributes, such as organizational-professional conflict
(OPQC), job satisfaction, tuiiic:~ ~nd organizational and professional commit-

ment.

Therefore, support for or rejection of this hypothesis would not be of sub-
stantial value in and of itself. Its value lies in that, if supported by the data, it

legitimizes the more interesting and important hypotheses that follow.

Data for testing this hypothesis were gathered by asking, in separate sections
of the questionnaire, (1) whether the accountant perceives that management ac-
counting has attained the status of a profession (self-concept) and (2) whether the

accountant’s supervisor or rating official perceives that management accounting
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has attained the status of a profession (supervisor concept). The two sets of re-
sponses could then be compared to determine the magnitude of the perceived

disagreement between the management accountants and their supervisors.

On the seven-point Likert-type scale that was used in measuring the two
perceptions of professional status, the mean on the self-concept scale was 5.547
for non-CMAs and 5.200 for CMAs. The mean on the supervisor-concept scale
was 4.553 for non-CMAs and 4.636 for CMAs. This indicates that the average
management accountant in the sample considers his own perception of the pro-
fessional status of management accounting to be higher than that of his superior

by nearly one full point on the 7-point scale.

This is simply an indication that this hypothesized variable exists, not an in-
dication of its importance. Its importance begins to be seen in the examination
of Hypothesis H2. Also, in a later section of this chapter, the writer looks spe-
cifically at the effect on OPC associated with the conflicting views of management

accountants and their supervisors.

The mean excess of the self-concept over the supervisor concept (SSCON) is
1.041 for non-CMAs and 0.568 for the CMAs in the sample. Although this dif-
ference between CMAs and non-CMAs is moderately large, it may be due more
to the more sophisticated organizations in which CMAs tend to work; therefore,
the difference between CMAs and non-CMA'’s attitudes is not necessarily im-

portant.
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Hypothesis H1(b): Conflict between self-image and perceived superior-image
of professional status (SSCON) is positively associated with organizational-
professional conflict (OPC).

Since Hypothesis Hl was supported, indicating that, on the average, man-
agement accountants perceive their profession as having a higher professional
status than they believe their supervisors do, the magnitude of this perceived
disagreement may be associated with other variables of interest. The first to be

considered is organizational-professional conflict (OPC).

The reader will recall that OPC is a condition in which the goals, pressures,
and/or standards of one’s work organization are perceived by a professional em-
ployee to be in conflict with the goals, pressures, and/or standards of the em-
ployee’s profession. This condition is thought to produce stress in the
professional employee because one must choose courses of action which cannot

be congruent with both of these sets of expectations.

Since the requirements of the organization are most directly represented by
one’s immediate supervisor, it was considered likely that conflict over professional

status would be directly and positively associated with OPC.

This hypothesis was tested using the Pearson Product-Moment correlation
coefficient. Under this procedure, the correlation between OPC and SSCON was

positive 0.458 (p =0.0018) for CMAs and 0.250 (p=0.0023) for non-CMAs.
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Therefore, Hypothesis H2 has been supported by the data, with particularly

strong support in the case of CMAs.

Hypothesis H2: Within the context of management accounting, the level of
organizational and professional commitment will tend to be positively related
to the accountant’s level (supervisor status) within the organization’s hierar-
chy.

Inclusion of this hypothesis was not critical to the intent of the study, but the
literature dealing with organizational and professional commitment has often in-
cluded the level within the organization as a potential predictor of these two
commitments, with inconsistent results. Including it in the present study might
be beneficial to a reader who has a strong interest in the continuity of the suc-
cession of literature dealing with these questions. The 15-item scales used to
measure organizational commitment and professional commitment have been
used and validated by previous researchers, including the Aranya and Ferris

[1984] OPC study involving CPAs and Chartered Accountants.

This hypothesis was examined by measuring the Pearson Product-Moment
correlation coefficient between organizational commitment and professional
commitment, respectively, and supervisor status, which was taken as the surro-

gate for the accountant’s level in the hierarchy of the organization.

For non-CMA:s, the correlation between supervisor status and organizational

commitment is 0.220 (p =0.0065), while the correlation between supervisor status
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and professional commitment is not significant. For CMAs, neither of these

correlations is significant. Thus, this hypothesis was not supported by the data.

It may be in order to provide a tentative, speculative, explanation for the lack
among CMAs of significant correlation between their supervisor status and their
commitment to their organization and profession. This would not be a partic-
ularly interesting result, except that it differs from the result for the non-CMA
sample. Because it does differ, it may shed some light on the question of whether
the CMA certificate signifies any of the real/ differences (as opposed to symbolic
differences, such as the certification itself) between more professional and less

professional management accountants.

If gaining power within an employer’s organization were an important
motivator for the accountant, then one would expect organizational commitment
(directly) and job satisfaction (indirectly) to be positively affected by increased
supervisory responsibilities. Conversely, if the accountant’s motivation is one of
professional authority rather than organizational authority, then one would not
expect the accountant’s authority over employees to be important in relation to
other attitudinal variables. This tentative explanation appears to be consistent
with the observed attitudinal variables. It will remain for future research to fur-

ther verify or rebut this idea.
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Hypothesis H3: Within the context of management accounting, the level of
OPC will tend to be inversely related to the accountant’s level (supervisory
status) within the hierarchy of the organization.

The logic behind the development of this hypothesis would flow something like
this: As one advances in an organization, one will tend to identify more closely
with the goals of the organization and thus be less concerned with the goals or
standards of one’s profession, which may be in conflict with those of the organ-
ization. This question, like the one that precedes it, has appeared in previous
studies (see Chapter 2 for more detail regarding previous studies in accounting

involving these variables.)

The Pearson Product-Moment correlation coefficient was used to measure this
relationship. The correlation coefficient between OPC and supervisor status for
non-CMAs -0.192 (p=0.0172), and for CMAs is not significant. Thus, this hy-

pothesis is supported, but for non-CMAs only.

Hypothesis H4: OPC will tend to be inversely related to the job satisfaction
of management accountants.

This hypothesis and the one that follows it are central elements of the study.
The OPC literature has been consistently concerned with the relationship, ap-
parently a causal relationship, between OPC and job satisfaction, as well as the
relationship between OPC and the worker’s intent to seek other employment, re-

ferred to as turnover intent.
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The Pearson Product-Moment correlation between OPC and job satisfaction
was -0.386 (p=0.0001) for non-CMAs and -0.330 (p=0.0287) for CMAs. This
indicates strong support for the hypothesis that OPC and job satisfaction tend to
be inversely related in management accountants, and it is supported for both
CMAs and non-CMAs. This result is consistent with the body of literature
pointing to OPC as a factor to be considered in cases where professional em-

ployees experience poor job satisfaction.

Hypothesis H5: OPC will tend to be positively related to the turmover in-
tentions of management accountants.

This is one of the most important hypothesized relationships examined in this
study of management accountants. Turnover has important implications for the
individual who changes jobs, which is obvious. Less obvious perhaps is the eco-
nomic and morale impact on the organization that must replace the management
accountant who has resigned or is contemplating such a move. Other studies
have shown that the intent of employees to leave is generally an accurate predic-

tor of actual turnover.

For the management accountants in this survey, OPC and turnover intent
have a correlation coefficient of positive 0.398 (p=0.0001) for non-CMAs, and
0.480 (p=0.0008) for CMAs. This result indicates that the data strongly sup-
- ports this hypothesis. That is, among management accountants, those who ex-
perience high levels of OPC are more likely to leave their organizations than those

whose OPC levels are lower.
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Hypothesis H6: Tenure with the 6rganization will tend to be positively re-
lated to organizational commitment.

The length of time one has been with an organization has been thought to
affect the level of commitment the employee feels toward that organization. Al-
though this has proven true in earlier studies, including accountants in public
accounting firms, one must note important differences in organizational structure
between such firms and those organizations in which management accountants
generally work. Thus, it was not by any means a foregone conclusion that man-
agement accountants would respond in a manner similar to that of CPA practi-

tioners or other subjects of previous research.

The correlation coefficient between these two variables for management ac-
countants was 0.194 (p=0.0180) for non-CMAs and 0.322 (p=0.0354) for
CMAs. This result strongly supports the hypothesis that tenure and organiza-
tional commitment will tend to be positively associated for management ac-

countants.

Hypothesis H7: Tenure with the organization will be negatively related to
both OPC and professional commitment.

The correlation between tenure and OPC and the correlation between tenure
and PC are not significant for either group. Thus, this hypothesis is not sup-
ported for either CMAs or non-CMAs. In management accounting, then, tenure

with one’s organization does not appear to have a strong relationship with OPC.
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To summarize the results of the tests of hypotheses:

® A substantial number of management accountants perceive that they and
their supervisors disagree regarding the degree to which management ac-
counting has attained the status of a profession.

¢ This conflict between management accountants and their supervisors tends
to be positively associated with OPC, which is, in turn, a predictor of job
satisfaction (inverse) and turnover intent (direct).

¢ The supervisor status (number of employees supervised) of management ac-
countants is not a significant predictor of their commitment to their organ-
izations nor to their profession, but it is a significant predictor of OPC
(inversely related).

¢ Tenure with the organization is a significant predictor of management ac-
countants’ organizational commitment, but it is not a significant predictor of

their professional commitment nor of their OPC.

The section that follows takes a closer look at the relationship between self-

supervisor conflict and OPC.

Quadrant Analysis for Professionalization and OPC

The researcher hypothesized a-priori (Hypothesis H2) that the degree to which

management accountants do or do not hold similar views of the professional sta-
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tus of management accounting will tend to impinge upon the level of OPC expe-
rienced by a management accountant.
This hypothesis was depicted graphically as a figure consisting of four quadrants,

which is be summarized in tabular form in Table 6 on page 113

The four quadrants were operationally defined as follows: for the manage-
ment accountant’s self-concept of management accounting and for the perceived
supervisor-concept of management accounting, high was defined as “greater than
the arithmetic mean,” and low was defined as “less than the arithmetic mean.”
This was simplified computationally by standardizing the variables with a mean
of zero, leading to positive values for responses above the arithmetic mean and
negative values for responses below the arithmetic mean. This in turn led to
quadrants being assigned to standardized observations as ( +, +), (-,+), (-,-), and

(+,), for quadrants I, II, 11, and IV, respectively.

The results of the analysis of the relationship between quadrants and OPC

are as shown in Table 7 on page 114.

The ranking of the means is in full agreement with the hypothesized model

relating OPC with Quadrant.

Duncan’s and Tukey’s multiple comparison tests were applied to determine
whether the apparent ranking of the means was statistically significant. Both

tests produced the same result: Quadrant I and Quadrant IV are significantly
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Table 6. Professionalization Quadrants Defined

Quadrant

Assessment of Management Predicted
Accounting’s Level of Ranking of
Professionalization OPC
Accountant’s Perceived 1 (lowest)
Self- Supervisor to
Assessment Assessment 4 (highest)
High High 1 Lowest
Low High 2 Moderate
Low Low 3 Moderate
High Low 4 Highest
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Mean
CMAs
NON-CMAs
COMBINED
Median
Number

Percent
of Total

Rank (ascending)
based on:

Mean
Median

Rank, as
hypothesized

Table 7. Summary of Professionalization Quadrant Data

Quadrant

| 1 1] v
2.083 3.214 2.375" 4.455
2.825 3.240 3.485 3.800
2.696 3.231 3.268 3.941
2 3 3 4
69 39 41 51
35% 19% 21% 25%
1 2 3 4
1 2.5 2.5 4
Minimum Moderate Maximum

* There were only eight CMAs in Quadrant Ill, fewer than in any of
the other quadrants. Because of the small number, the mean of this
quadrant may be less reliable than the means of the other quadrants.
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different at alpha=0.05. Quadrants II and III are not significantly different
from each other nor from Quadrant I; however, they are both significantly lower
. than Quadrant IV. The smaller numbers of respondents in Quadrants II and III
tend to make their differences less likely to be statistically significant. However

their lack of significance is not considered important or surprising.

The interpretation of these results is that the model which relates quadrants
with OPC is supported, at least with respect to the two extreme quadrants, I and
IV. That is, Quadrant I is associated with the lowest levels of OPC, and Quad-
rant IV is associated with the highest levels of OPC. Stated another way, those
management accountants who feel strongly that their occupation is a profession
tend to experience significantly less OPC if their supervisors are in agreement

with this view than they do if their supervisors disagree.

Path Analysis

Path analysis was employed to compute the direct and indirect causal linkages
among the important variables in the study. As explained in Chapter 3, the path
coefficients are taken as the standardized beta weights from the least-squares

multiple linear regression equations.

The usefulness of these path coefficients results from the insight provided into

the relative strength of the effect each of the causal variables has on the respective
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Table 8. Path Analysis -- All Management Accountants -- Direct Effects

TENURE

I

. /9
oC
-2 2N
SPVRSTAT X
,."’5 .
oPC
\

JSAT

/./'q/
SSCON

PC TURN

Legend
JSAT = Job satisfaction
TURN = Turnover intentions
OoPC = Organizational-professional conflict
pPC = Professional commitment
ocC = Organizational commitment
SSCON = Level of perceived conflict

between self and supervisor
regarding professionalization
of management accounting.
SPVRSTAT = Supervisor status of participant
based on number of persons
he or she supervises.
NS = Not significant
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Table 9. Path Analysis -- Non-CMAs Only -- Direct Effects

TENURE

JSAT

oPC
SSCON Jo

PC TURN

Legend

JSAT = Job satisfaction

TURN = Turnover intentions

OPC = Organizational-professional conflict

PC = Professional commitment

OoC = Organizational commitment

SSCON = Level of perceived conflict
between self and supervisor
regarding professionalization
of management accounting.

SPVRSTAT = Supervisor status of participant
based on number of persons
he or she supervises.

NS = Not significant
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Table 10. Path Analysis .- CMAs Only -- Direct Effects

M

SPVRSTAT

TENURE

oC JSAT

- 45
~.33
OPC
.48
22

SSCON //5—5//'

PC TURN

Legend:
JSAT = Job satisfaction
TURN = Turnover intentions
OPC = Organizational-professional conflict
pPC = Professional commitment
ocC = Organizational commitment
SSCON = Level of perceived conflict

between self and supervisor
regarding professionalization
of management accounting.
SPVRSTAT = Supervisor status of participant
based on number of persons
he or she supervises.
NS = Not significant
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dependent variables. Thus, the chain of causal linkages can be visualized and the
direct and indirect linkages can be distinguished from each other in this manner.
The OPC model appears in Table 8 on page 116, as determined for all manage-
ment accountants in the study, in Table 9 on page 117 for only those manage-
ment accountants who are non-CMAs, and in Table 10 on page 118 for

management accountants who are CMAs.

An additional interesting result is illustrated in Table 11 on page 120, which
is an ordered listing of the mean OPC level for each of the occupations repres-
ented in the sample. The important point to note here is that the order of the list
appears to add support to the finding of Aranya and Ferris [1984] that OPC

tends to be higher in nonprofessional than in professional organizations.

Another result of the path analysis is further evidence that the presence or
absence of conflict over professionalization between the accountant and his or her
supervisor is a significant predictor of OPC. Since previous studies have not in-
cluded this variable, no comparison can be made here between management ac-
countants and other professional groups with respect to this SSCON variable.
Table 12 on page 121 presents, in tabular form, the significance measures for the
regression models that comprise the path analysis models in this study. The in-
terested reader will find more details in Appendix B. It should be reiterated here
that the organizational differences between the work environment of the man-

agement accountant and that of the CPA practitioner are an important element
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Table 11. Ranking of Mean OPC Level by Occupation within the Sample
MEAN STANDARD
RANK OCCUPATION OPC ERROR OF MEAN
1 PUBLIC ACCOUNTING 1.750 0.120
2 INTERNAL AUDITING 1.833 0.307
3 EDUCATION 2.400 1.166
4 MANAGEMENT 2.708 0.258
5 MANAGEMENT ACCOUNTING 3.235 0.120
6 GOVERNMENT 3.667 0.882
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Table 12. Significance table for path models (See Appendix B for details)

ALL MANAGEMENT ACCOUNTANTS

Variables:
Dependent: TURN JSAT oPC oC
Independent: OoPC OPC PC SSCON
oC ocC
SSCON SPVRSTAT
R-squared 0.17 0.14 0.39 0.10
40.81 31.86 41.32 7.41
p .00001 .00001 .00001 .00024

NON-CMAs ONLY
Dependent: TURN JSAT OPC ocC
Independent: oPC OPC PC SSCON
ocC oC
SSCON  SPVRSTAT
R-squared 0.16 0.15 0.38 0.10
F 29.06 26.98 30.99 5.92
P .00001 .00001 .00001 .00107
CMAs ONLY

Dependent: TURN JSAT OoPC ocC
Independent: OPC OoPC PC SSCON
oC oC
SSCON SPVRSTAT
R-squared 0.23 0.11 0.46 0.21
F 46.17 18.82 42.41 13.48
P .00001 .00012 .00001 .00001

ANALYSIS OF RESULTS

121




in the interpretation of this phenomenon, and one of the factors that gave rise to

this study in the first place.

Concluding Summary

Correlation and regression analyses were employed to examine the data col-
lected from the 201 management accountants who were among the 281 NAA
members who participated in the nation-wide survey. All of the hypotheses were
supported at the alpha = 0.05 level except H2 and H7, in which the predictor
variables were the accountant’s level within the hierarchy of the organization and

the accountant’s tenure with the organization, respectively.

SSCON (perceived conflict between self and supervisor regarding the degree
to which management accounting has attained the status of a profession) was
shown to be a strong predictor of organizational-professional conflict (OPC), as
hypothesized a-priori. In particular, those management accountants whose
professionalization concept is higher than the mean tend to experience signif-
icantly higher levels of OPC if they perceive that their supervisors disagree with

them on this matter.

Path analyses indicated that organizational commitment among this group
was an important predictor of OPC, and in turn, an important indirect predictor

of turnover and job satisfaction.
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Chapter 5
DISCUSSION OF RESULTS, LIMITATIONS,
AND RECOMMENDED EXTENSIONS

Introductory Comments

The results of this study, taken in conjunction with earlier studies, strongly
suggest that the attitudes of accountants about their organizations and their
profession vary greatly among the various segments of the accounting profession.
This is important information for employers, for leaders in the professional or-
ganizations, and for those researchers who wish to be involved in further refine-
ment of our knowledge of the attitudes and actions of accounting professionals.
The process of identifying and characterizing these varying attitudes is now in its

early stages. This dissertation provides important new information regarding
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these attitudes and actions; however, many additional studies will clearly be re-

quired before the problem can be fulily resolved.

The researcher’s interpretations of the statistical findings are presented in this
chapter. Also discussed are the limitations of the study and suggestions of useful

directions for future research.

A Recapitulation of the Research Questions and Design

The purpose of the study was to extend previous research involving the or-
ganizational commitment, professional commitment, and organizational-
professional conflict (OPC) of professional accountants into the emerging
profession of management accounting. Prior research had indicated important
predictive relationships among these variables and had suggested that they, in
turn, can predict important organizational outcomes, specifically, job satisfaction

and turnover intent.

In addition to suggesting relationships among these variables, prior research
had also suggested that OPC might tend to be more severe in those professionals
who work for non-professional organizations, such as manufacturing corpo-
rations, than in those who are employed in professional organizations, such as
public accounting firms. Previous accounting research in this area has focused

on U.S. certified public accountants (CPAs) and Canadian chartered accountants
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(CAs). Although a few of those CPAs and CAs have been employed in industry,
rather than in public accounting firms, the evidence needed to test this suggestion

has been heretofore inconclusive.

Discussion and Interpretation of the Research Findings

The first hypothesis under examination was designed to determine whether,
for any substantial number of management accountants, there is a perception on
their part that their supervisors fail to consider management accounting to be a
profession to the same extent as the accountants themselves: That is, “There are
management accountants whose self-concept as professionals is not accompanied

by the perception of a similar concept in the eyes of their superiors.”

The data showed clear support for this hypothesis. The majority of the
management accountants surveyed indicated a belief that their supervisors do not
attribute professionalism to management accountants to the same degree as the
accountants themselves. The obvious corrollary to this finding is that many
supervisors of management accountants consider their subordinate management
accountants to be more of the nature of common-law employees than of the na-
ture of professionals. This perception by the supervisor is important because, if
a supervisor attributes little or no importance to accountants’ standards and/or

ethics, while the accountant is attributing a great deal of importance to them, one
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can readily imagine the kinds of disagreements that might develop. It was thus
hypothesized a-priori that, should such differing perceptions be found to exist in
more than a few isolated cases, then, the difference itself would tend to be posi-
tively and directly associated with higher levels of OPC. Hypothesis 1(b) was
therefore constructed as follows: “Conflict between self-image and perceived
superior-image of professional status (SSCON) tends to be positively associated

with organizational-professional conflict (OPC).”

When the self-supervisor conflict variable was correlated with OPC, the result
was a strong positive correlation, as hypothesized. This was further corroborated
in the quadrant analysis, as the highest levels of OPC tended to occur in the
quadrant that contained high levels of self-assessed professionalism and low levels

of supervisor-assessed professionalism.

The conclusion, then, must be that SSCON (the self-supervisor conflict vari-
able) is significant in its own right and perhaps should be considered in OPC re-

search studies of other professional employees in non-professionals organizations.

When the path analyses were performed, the causal path coefficient (stand-
ardized beta) from SSCON to OPC emerged as 0.36 for CMAs (p = 0.004) and
0.12 (p = 0.060) for non-CMAs in management accounting. Thus, one can see
that the magnitude and significance of the SSCON-OPC relationship appear to
be greater among CMAs than among non-CMAs. This result has obvious intui-

tive appeal, but, unfortunately, it cannot be concluded that the CMA certif-
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ication itself had any bearing on the relationship. A more plausible explanation
is that those management accountants who have strong feelings about profes-
sional standards and ethics are also the ones who are more likely to pursue the

CMA certification and incur the sacrifices required to attain it.

This need not, however, detract from the importance of the result. Indeed, it
suggests that the CMA tends to be more concerned about such matters than the
non-CMA, and, regardless of the underlying reason, professionals and their em-
ployers should be cognizant of such concerns. Knowledge of this tendency might,
for example, lead some corporate directors toward requiring CMAs for all
newly-hired management accountants above a certain level in the corporate hier-

archy.

Thé remaining hypotheses, H2 through H7, are not unique to the present
study, nor are they new to the OPC literature in accounting. Their function is to
extend into management accounting the exploration the organizational conse-
quences of OPC in a fashion similar to that which has already begun for CPA
practitioners and internal auditors. The previous literature had suggested a
model in which OPC positively impinges upon turnover intent and negatively
impinges upon job satisfaction (H4 and HS). The model further depicts OPC as
being influenced by organizational commitment and professional commitment,
which may, in turn, be influenced by such variables as level within the organiza-
tion’s hierarchy and the accountant’s length of service with the organization (H2,

H3, H6, and H7). Because of the availability of relevant models which had been
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supported or, at least, not rejected, in prior OPC studies in accounting, the re-
searcher was justified in hypothesizing, a-priori, the causal directionality among

the variables in the current study.

The hypotheses relating OPC with tenure and with the accountant’s level in
the organization’s hierarchy were not supported by the data at the 0.05 level of
significance. This result is not a surprise, when one considers the nature of the
management accountant’s position in an industrial organization, which differs
markedly from the CPA’s position in a public accounting firm. Since the con-
troller’s (chief corporate accountant’s) department is a service department, not
directly involved in producing the organization’s revenue-generating product or
service, such concepts as length of service and level in the hierarchy are less rele-

vant to the management accountant.

The Unanticipated Importance of Organizational

Commitment

If one examines the correlation matrices that show the empirical relationships
among the variables of interest, which are included in Appendix B to this study,
it quickly becomes apparent that the hypothesized model does not explain the

strong correlation between organizational commitment and job satisfaction (r =
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0.69 for non-CMAs, 0.75 for CMAs) and between organizational commitment

and turnover intent (r = -0.55 for non-CMAs, -0.72 for CMAs).

What the data suggest is that organizational commitment is a much more
central and significant variable among management accountants than previous
researchers have shown it to be among CPA practitioners and internal auditors.
In fact, the apparent effect of organizational commitment on both turnover intent
and job satisfaction is of the same order of magnitude as that of OPC, the central

variable in the study.

The analysis also shows that organizational commitment has far more impact
on OPC than does professional commitment, and this result is not significantly
different for CMAs than for non-CMAs. This result will be a disappointment to
those readers who wish to believe management accounting has already taken its
place among the true professions, because it suggests that management account-
ants, as a group, have a strong loyalty to or identification with their organiza-
tions, perhaps stronger than to their profession. This is not a total surprise with
respect to the non-CMA group; however, one might have assumed CMAs would
respond in a way that indicates greater commitment to the goals and standards

of their profession, relative to those of their organizations.

The unanticipated finding that organizational commitment remains a key
factor with regard to the turnover intent and job satisfaction of management ac-

countants raises a number of additional questions that should be of interest to the

DISCUSSION OF RESULTS, LIMITATIONS, AND RECOMMENDED EXTENSIONS 129



professional organizations to which management accountants belong and to those

who perform research in this area, as well as to the management accountants

themselves:

Is the inherent lack of independence of the management accounting function
vis-a-vis his or her work organization sufficient in itself to preclude the man-
agement accountant’s functioning as a true professional (whose primary loy-
alties are presumed to be to the public interest and to professional standards)?
Can the organizations to which management accountants belong, such as the
NAA, provide sufficient group strength to their members to allow their
members to feel less dependent on their work affiliations, and thus more
commitment to their peers, their professional standards, and their standards
of ethical conduct?

Is the professionalism of management accountants of sufficient concern to
society that the standards of ethical conduct for management accounting
might be brought into the scope of state accountancy laws, whereby they
would gain the clout that accompanies legal enforceablilty, barriers to entry,
and required licensure for corporate accountants?

Will holders of the CMA certificate demand the formation of their own ex-
clusive professional society, separate from the main body of the NAA? And,
if so, will such fragmentation so damage the NAA that it becomes less effec-

tive as a professional referrent body than it has been to date?

DISCUSSION OF RESULTS, LIMITATIONS, AND RECOMMENDED EXTENSIONS 130



Limitations of the Study

Inherent in this undertaking are several limitations with respect to its strength
and its generalizability. There are two categories of reasons for such limitations:
(1) Factors over which the researcher had little or no control, and (2) Factors
relating to trade-offs and compromises made by the researcher in the course of
planning and conducting the study. Several items, including some from each

category are discussed below.

Although an effort was made to select a sample that would be reﬁresentative
of management accountants throughout the United States, some questions re-
main regarding the representativeness of the sample, and thus the generalizability
of the results. Although many U.S. management accountants hold membership
in the NAA, from whose membership the sample was drawn, the researcher has
little knowledge regarding the numbers or characteristics of management ac-
countants who are not NAA members. One might speculate that NAA members
tend to be more concerned with professional matters than nonmembers, but the
researcher has not gathered evidence to support or rebut this speculation.
Therefore, extrapolation of these results to management accountants other than

NAA members would not be advisable.

Although this study uses attitudinal information about both the accountants

and their supervisors in measuring the construct SSCON (the conflict between

DISCUSSION OF RESULTS, LIMITATIONS, AND RECOMMENDED EXTENSIONS 131



management accountants and their respective supervisors regarding the
professionalization of management accounting), all of this information was as
perceived by the management accountant. That is, the supervisors themselves
were not surveyed, and if they had been surveyed, their responses might have
differed from the way their subordinate management accountants might have
expected. The writer believes that this surrogation was appropriate for several
reasons, including the probability that it produced a substanially larger response
than might have been possible if only related pairs (accountant and supervisor)
of responses could be used. Also, there would likely have been a non-response
bias among the supervisors, in that those who responded would tend to be the
ones who cared about their subordinate accountants and agreed with them on

matters of professionalization.

Company size was not included among the variables measured in this study,
nor has it been a factor in most of the related studies that preceded it. When one
considers, however, that important variations in the professional climate for ac-
countants in of non-professonal organizations might depend upon department
size, and in turn, organization size, this is a variable that should be considered in
future studies of organizational and attidudinal variables in management ac-
counting. A related factor that may also be worth considering is that, where se-
veral CMAs are employed in the same organization, there could be opportunities
for professional cameraderie within an organization which otherwise would only

be possible outside the organization. This internal professional camaraderie may
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impinge upon organizational commitment and job satisfaction, and possibly upon

turnover intent.

Opportunities for Further Research

Path analysis relies upon theoretical models, generally developed from the-
oretical and empirical underpinnings that have evolved in previous studies. The
model thus developed and tested in this study has not been rejected; in fact, it is,
for the most part, rather strongly supported. However, because manégement
accounting is both obviously and subtly different from professions previously
studied, the proposed path model may be supplanted with more sophisticated
models as additional studies are concluded. A hint that this is needed is found
in the strong correlations, mentioned above, between organizational commitment

and the consequent variables, job satisfaction and turnover intent.

The present study represents a first step in the important extension of research
involving OPC, organizational and professional commitment, and organizational
outcomes, such as turnover and job satisfaction, into the emerging profession of
management accounting. The use of an existing model appeared to be the ap-
propriate vehicle for taking such a step. However, as the the discussion in the
first part of this chapter clearly discloses, management accountants appear not

to have progressed as rapidly toward professionalization as might have been im-
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agined. Also the future direction of their professionalization effort seems unclear.
There is a need for continuing research to record the progress, over time, in the
professionalization of management accounting. Additionally, there is a need to
record the changing perceptions of accounting professionals regarding the
meaning of professionalism and the goals of professionalization. In this same
context, if the business community at large is to support the management ac-
countants’ professionalization efforts, business executives and owners must per-
ceive value in this professionalization effort over and above its incremental cost.
This implies a need for research that evaluates such benefits to the business
community and thereby encourages executives and others to accept and perhaps
assist in this effort, rather than perceiving it as a threat to the executive’s auton-

omy in managing and accounting for business activities.

Concluding Comments

This dissertation represents a good-faith effort to identify and report infor-
mation that will be beneficial to management accountants and their organiza-
tions, to the business community, and to those who, like this researcher, will be
seeking answers to some of the enigmatic questions that characterize the position
and the profession of management accountants. It is abundantly clear that the
questions will not have easy answers. Nor are the answers likely to please ev-

eryone who has an interest in the management accounting profession. Let us
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hope that wisdom prevails over narrow and short-run interests and that the pro-
fession of management accounting emerges as a strong, unified, and dynamic
force, that can lead the business community into the twenty-first century with

pride and integrity.

The response to the questionnaire was most gratifying. It is perceived as an
indication that management accountants, and especially CMAs, desire more re-
search that explores their efforts to further professionalize management account-

ing.
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Appendix A
STANDARDS OF ETHICAL CONDUCT FOR
MANAGEMENT ACCOUNTANTS

This appendix contains the text of the National Association of Accountants
(NAA) Standards of Ethical Conduct for Management Accountants, adopted June
1, 1983

Standards of Ethical Conduct for Management Accountants

Management accountants have an obligation to the organizations they serve,
their profession, the public, and themselves to maintain the highest standards of
ethical conduct. In recognition of this obligation, the National Association of
Accountants has promulgated the following standards of ethical conduct for
management accountants. Adherence to these standards is integral to achieving
the Objectives of Management Accounting® Management accountants shall not

% National Association of Accountants, Statements on Management Accounting: Stand-
ards of Ethical Conduct for Management Accountants, Statement No. 1C, New York,
NY, June I, 1983.

% National Association of Accountants, Statements on Management Accounting: Ob-
Jjectives of Management Accounting, Statement No. 1B, New York, NY, June 17, 1982.
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commit acts contrary to these standards nor shall they condone the commission
of such acts by others within their organizations.

Competence

Management accountants have a responsibility to:

¢ Maintain an appropriate level of professional competence by ongoing devel-
opment of their knowledge and skills.

¢ Perform their professional duties in accordance with relevant laws, regu-
lations, and technical standards.

® Prepare complete and clear reports and recommendations after appropriate
analyses of relevant and reliable information.

Confidentiality

Management accountants have a responsibility to:

Refrain from disclosing confidential information acquired in the course of
their work except when authorized, unless legally obligated to do so.

Inform subordinates as appropriate regarding the confidentiality of informa-
tion acquired in the course of their work and monitor their activities to assure
the maintenance of confidentiality.

Refrain from using or appearing to use confidential information acquired in
the course of their work for unethical or illegal advantage either personally
or through third parties.

Integrity

Management accountants have a responsibility to:

Avoid actual or apparent conflicts of interest and advise all appropriate par-
ties of any potential conflict.

Refrain from engaging in any activity that would prejudice their ability to
carry out their duties ethically.

Refuse any gift, favor, or hospitality that would influence or would appear
to influence their actions.

. Refrain from either actively or passively subverting the attainment of the or-

ganization’s legitimate and ethical objectives.

Recognize and communicate professional limitations or other constraints that
would preclude responsible judgment or successful performance of an activity.
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¢ Communicate unfavorable as well as favorable information and professional
judgments or opinions.

¢ Refrain from engaging in or supporting any activity that would discredit the
profession.

Objectivity
Management accountants have a responsibility to:

¢ Communicate information fairly and objectively.

e Disclose fully all relevant information that could reasonably be expected to
influence an intended user’s understanding of the reports, comments, and
recommendations presented.

Resolution of Ethical Conflict

In applying the standards of ethical conduct, management accountants may
encounter problems in identifying unethical behavior or in resolving an ethical
conflict. When faced with significant ethical issues, management accountants
should follow the established policies of the organization bearing on the resolution
of such conflict. If these policies do not resolve the ethical conflict, management
accountants should consider the following courses of action:

e Discuss the problems with the immediate superior except when it appears
that the superior is involved, in which case the problem should be presented
initially to the next higher managerial level. If satisfactory resolution cannot
be achieved when the problem is initially presented, submit the issues to the
next higher managerial level. If the immediate superior is the chief executive
officer, or equivalent, the acceptable reviewing authority may be a group such
as the audit committee, executive committee, board of directors, board of
trustees, or owners. Contact with levels above the immediate superior should
be initiated only with the superior’s knowledge, assuming the superior is not
involved.

e (Clarify relevant concepts by confidential discussion with an objective advisor
to obtain an understanding of possible courses of action.

e If the ethical conflict still exists after exhausting all levels of internal review,
the management accountant may have no other recourse on significant mat-
ters than to resign from the organization and to submit an informative mem-
orandum to an appropriate representative of the organization.

Except where legally prescribed, communication of such problems to author-
ities or individuals not employed or engaged by the organization is not considered
appropriate.
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Appendix B

CORRELATION, REGRESSION, AND PATH

COEFFICIENT TABLES

Part 1: ALL MGT ACCOUNTANTS - CMA’S AND
NON-CMA’S COMBINED

NUMBER OF CASES = 201
N OF CASES = 201

CORRELATIONS:

SPVRSTAT TENURE SSCON OC PC OPC JSAT TURN

SPVRSTAT 1.0000 0.2366 =-0.0230
TENURE 0.2366 1.0000 -0.0617

oc 0.1118 0.2152 -0.2397
PC -0.0589 0.0458 0.0515

REGRESSION EQUATION # 1  DEPENDENT VARIABLE: TURN
THE INDEPENDENT VARIABLES ARE: OPC
MULTIPLE R 41254 ANALYSIS OF VARIANCE

0.1118 -0.0589 -0.1603 0.0103 -0.
0.2152 0.0458 -0.1214 0.1189 -0.
SSCON  -0.0230 -0.0617 1.0000 -0.2397 0.0515 0.3122 -0.0877 O.
1.0000 0.1727 -0.5943 0.7029 -0.
0.1727 1.0000 -0.1352 0.1537 -0.
OPC -0.1603 -0.1214 0.3122 -0.5943 -0.1352 1.0000 -0.3715 O.
JSAT 0.0103 0.1189 -0.0877 0.7029 0.1537 -0.3715 1.0000 -0.
TURN =0.1505 ~-0.2971 0.1652 -0.5872 -0.1153 0.4125 -0.3202 1.

1505
2971
1652
5872
1153
4125
3202
0000

R SQUARE .17019 DF SUM OF SQUARES MEAN SQUARE
STANDARD ERROR 1.91975  REGRESSION 1 150.41589 150.41589
RESIDUAL 199 733.39941 3.68542

F = 40.81372 SIGNIF F = 0.00000
----------------------- REGRESSION EQUATION =======emecc=caoaaaa-
VARIABLE B SE B BETA T SIG T

oPC 0.5106462 0.0799313 0.4125400 6.3885603 0.00000
INTERCEPT 1.7930593
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REGRESSION EQUATION # 2

DEPENDENT VARIABLE: JSAT

THE INDEPENDENT VARIABLES ARE: OPC

MULTIPLE R .37149  ANALYSIS OF VARIANCE

R SQUARE .13800 DF SUM OF SQUARES MEAN SQUARE

STANDARD ERROR 1.41156 REGRESSION 1 63.48088 63.48088
RESIDUAL 99 396.50952 1.99251
F= 31.85976 SIGNIF F = 0.00001

------------------------- REGRESSION EQUATION ---------ccceccccccccaxa"

VARIABLE B SE B BETA T SIG T

OPC -0.3317376 0.0587724 -0.3714900 -5.6444445 0.00000

INTERCEPT 6.2852907

REGRESSION EQUATION # 3

DEPENDENT VARIABLE: OPC

THE INDEPENDENT VARIABLES ARE: PC

oc
SSCON
MULTIPLE R .62148 ANALYSIS OF VARIANCE
R SQUARE .38624 DF SUM OF SQUARES MEAN SQUARE
STANDARD ERROR 1.34058 REGRESSION 3 222.79947 74.26648
RESIDUAL 197 354.03784 .1.79715
F= 41.32468 SIGNIF F = 0.00000
------------------------- REGRESSION EQUATION --=-===--=ececcccceccan=x
VARIABLE B SE B BETA T SIG T
PC =0.1114225 0.1235694 -0.0513407 -0.9016999 0.36722
0oc -0.8708974 0.0942836 -0.5410029 -9.2369986 0.00000
SSCON 0.1931315 0.0602484 0.1851735 3.2055864 0.00135
INTERCEPT 7.8917131
REGRESSION EQUATION # 4 DEPENDENT VARIABLE: OC
THE INDEPENDENT VARIABLES ARE: SSCON
TENURE
SPVRSTAT
MULTIPLE R .31850 ANALYSIS OF VARIANCE
R SQUARE .10144 DF SUM OF SQUARES MEAN SQUARE
STANDARD ERROR 1.00763 REGRESSION 3 22.58046 7.52682
RESIDUAL 197 200.01608 1.01531
F= 7.41333 SIGNIF F = 0.00024
------------------------ REGRESSION EQUATION ===<=<-eccccccceccccac"
VARIABLE B SE B BETA T SIG T
SSCON ~-0.1469046 0.0438420 -0.2267401 ~-3.3507719 0.00081
TENURE 0.0252866 0.0094456 0.1863980 2.6770601 0.00743
SPVRSTAT 0.0417182 0.0463912 0.0625116 0.8992690 0.36851

INTERCEPT 4.6182070
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THE MATRIX OF STANDARD ERRORS FOR INDIRECT EFFECTS (METRIC):

TO: TURN JSAT OPC ocC
FROM:
ocC 0.0940 0.0656 0.0000 0.0000
PC 0.0490 0.0320 0.0000 0.0000
SSCON 0.0461 0.0312 0.0423 0.0000
TENURE 0.0048 0.0032 0.0088 0.0000
SPVRSTAT 0.0210 0.0137 0.0407 0.0000
THE MATRIX OF T-VALUES FOR INDIRECT EFFECTS (METRIC):
TO: TURN JSAT OPC oC
FROM:
oPC 0.0000 0.0000 0.0000 0.0000
oC -4.7334 4.4057 0.0000 0.0000
PC -1.1621 1.1567 0.0000 0.0000
SSCON 3.5553 =3.4100 3.0262 0.0000
TENURE -2.3302 2.2878 -2.5026 0.0000
SPVRSTAT -0.8835 0.8811 -0.8920 0.0000
THE MATRIX OF TWO-TAILED PROBABILITIES OF T-VALUES
FOR INDIRECT EFFECTS (METRIC):
TO: TURN JSAT opC ocC
FROM:
TURN 1.0000 1.0000 1.0000 1.0000
JSAT 1.0000 1.0000 1.0000 1.0000
0PC 1.0000 1.0000 1.0000 1.0000
ocC 0.0000 0.0000 1.0000 1.0000
PC 0.2452 0.2474 1.0000 1.0000
SSCON 0.0004 0.0006 0.0025 1.0000
TENURE 0.0198 0.0221 0.0123 1.0000
SPVRSTAT 0.3770 0.3783 0.3724 1.0000
THE MATRIX OF DIRECT EFFECTS (STANDARDIZED):
TO: TURN JSAT oPC 0oC
FROM:
TURN 0.0000 0.0000 0.0000 0.0000
JSAT 0.0000 0.0000 0.0000 0.0000
0PC 0.4125 -0.3715 0.0000 0.0000
oC 0.0000 0.0000 -0.5410 0.0000
PC 0.0000 0.0000 -0.0513 0.0000
SSCON 0.0000 0.0000 0.1852 -0.2267
TENURE 0.0000 0.0000 0.0000 0.1864
SPVRSTAT 0.0000 0.0000 0.0000 0.0625
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THE MATRIX OF INDIRECT EFFECTS (STANDARDIZED):

TO: TURN JSAT OoPC oC

FROM:

TURN 0.0000 0.0000 0.0000 0.0000
JSAT 0.0000 0.0000 0.0000 0.0000
0oPC 0.0000 0.0000 0.0000 0.0000
oc -0.2232 0.2010 0.0000 0.0000
PC -0.0212 0.0191 0.0000 0.0000
SSCON 0.1270 -0.1144 0.1227 0.0000
TENURE -0.0416 0.0375 -0.1008 0.0000
SPVRSTAT -0.0140 0.0126 -0.0338 0.0000

THE MATRIX OF TOTAL CAUSAL EFFECTS (STANDARDIZED):
TO: TURN JSAT OPC oC

FROM:

TURN 0.0000 0.0000 0.0000 0.0000
JSAT 0.0000 0.0000 0.0000 0.0000
OPC 0.4125 -0.3715 0.0000 0.0000
oC -0.2232 0.2010 -0.5410 0.0000
PC -0.0212 0.0191 -0.0513 0.0000
SSCON 0.1270 -0.1144 0.3078 -0.2267
TENURE -0.0416 0.0375 -0.1008 0.1864
SPVRSTAT -0.0140 0.0126 -0.0338 0.0625
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Part 2: NON-CMAs ONLY

N OF CASES = 156

CORRELATIONS:
SPVRSTAT TENURE SSCON OC PC OPC JSAT TURN
SPVRSTAT 1.0000 0.3331 -0.0663 0.2204 -0.0201 -0.1924 0.1015 -0.2185

0
TENURE 0.3331 1.0000 -0.0688 0.1935 0.0466 -0.1347 0.0843 -0.3075
SSCON  -0.0663 ~-0.0688 1.0000 -0.2199 0.0191 0.2503 -0.0612 0.1845

oc 0.2204 0.1935 -0.2199 1.0000 0.2141 -0.6041 0.6897 -0.5528
PC -0.0201 0.0466 0.0191 0.2141 1.0000 -0.1238 0.1778 -0.1233
OPC =0.1924 -0.1347 0.2503 -0.6041 -0.1238 1.0000 -0.3861 0.3984

JSAT 0.1015 0.0843 -0.0612 0.6897 0.1778 -0.3861 1.0000 -0.3013
TURN <0.2185 -0.3075 0.1845 -0.5528 -0.1233 0.3984 -0.3013 1.0000

REGRESSION EQUATION # 1  DEPENDENT VARIABLE: TURN
THE INDEPENDENT VARIABLES ARE: OPC

MULTIPLE R .39844 ANALYSIS OF VARIANCE
R SQUARE .15875 DF SUM OF SQUARES MEAN SQUARE
STANDARD ERROR 1.95720 REGRESSION 1 111.32489 111.32489
RESIDUAL 154 589.91479 3.83062
F= 29.06187 SIGNIF F = 0.00001
------------------------- REGRESSION EQUATION -=-e=eecccscmccoccaaaa-
VARIABLE B SE B BETA T SIGT
OoPC 0.5074739 0.0941352 0.3984400 5.3909044 0.00000

INTERCEPT 1.7204552

REGRESSION EQUATION # 2  DEPENDENT VARIABLE: JSAT
THE INDEPENDENT VARIABLES ARE: OPC

MULTIPLE R .38608 ANALYSIS OF VARIANCE
R SQUARE . 14906 DF SUM OF SQUARES MEAN SQUARE
STANDARD ERROR 1.40484  REGRESSION 1 53.2389%4 53.23894
RESIDUAL 154 303.93091 1.97358
F= 26.97586 SIGNIF F = 0.00002
------------------------- REGRESSION EQUATION <====ecccccccccccccacaa-
VARIABLE B SE B BETA T SIG T
OPC -0.3509397 0.0675686 =-0.3860800 -5.1938295 0.00000

INTERCEPT 6.3734856
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REGRESSION EQUATION # 3  DEPENDENT VARIABLE: OPC
THE INDEPENDENT VARIABLES ARE: PC

oC
SSCON
MULTIPLE R .61603 ANALYSIS OF VARIANCE
R SQUARE .37949 DF SUM OF SQUARES MEAN SQUARE
STANDARD ERROR 1.32842 REGRESSION 3 164.04523 54.68173
RESIDUAL 152 268.23389 1.76470
F= 30.98648 SIGNIF F = 0.00000
------------------------- REGRESSION EQUATION =---=-=----c-ccecncccaa-
VARIABLE B SE B BETA T SIG T
PC -0.0057609 0.1367032 -0.0027631 -0.0421413 0.96639
oc =0.9132182 0.1064763 -0.5763665 -8.5767260 0.00000

SSCON 0.1351919 0.0718030 0.1236157 1.8828154 0.05973
INTERCEPT 7.6158228

REGRESSION EQUATION # 4 DEPENDENT VARIABLE: OC
THE INDEPENDENT VARIABLES ARE: SSCON

TENURE
SPVRSTAT
MULTIPLE R .32351 ANALYSIS OF VARIANCE
R SQUARE . 10466 DF SUM OF SQUARES MEAN SQUARE
STANDARD ERROR 1.00712 REGRESSION 3 18.02109 6.00703
RESIDUAL 152 154.17076 1.01428
F= 5.92245 SIGNIF F = 0.00107
------------------------- REGRESSION EQUATION ==~=<«=-===-esccccccoc-mo-
VARIABLE B SE B BETA T SIG T

SSCON -0.1382794 0.0531579 -0.2003347 -2.6012964 0.00929
TENURE 0.0164769 0.0107765 0.1246089 1.5289669 0.12627
SPVRSTAT 0.1117969 0.0550193 0.1655741 2.0319586 0.04216
INTERCEPT 4.4735327

THE MATRIX OF T-VALUES FOR INDIRECT EFFECTS (METRIC):

TO: TURN JSAT 0PC ocC

FROM:

TURN 0.0000 0.0000 0.0000 0.0000
JSAT 0.0000 0.0000 0.0000 0.0000
OPC 0.0000 0.0000 0.0000 0.0000
ocC =4.1953 4.1003 0.0000 0.0000
PC -0.0541 0.0541 0.0000 0.0000
SSCON 2.5626 -2.5405 2.4240 0.0000
TENURE -1.4365 1.4326 -1.4904 0.0000
SPVRSTAT -1.8287 1.8207 -1.9440 0.0000
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THE MATRIX OF TWO-TAILED PROBABILITIES OF T-VALUES

FOR INDIRECT EFFECTS (METRIC):

TO: TURN JSAT 0PC oC
FROM:
TURN 1.0000 1.0000 1.0000 1.0000
JSAT 1.0000 1.0000 1.0000 1.0000
OPC 1.0000 1.0000 1.0000 1.0000
0ocC 0.0000 0.0000 1.0000 1.0000
PC 0.9569 0.9569 1.0000 1.0000
SSCON 0.0104 0.0111 0.0154 1.0000
TENURE 0.1508 0.1520 0.1361 1.0000
SPVRSTAT 0.0674 0.0687 0.0519 1.0000
THE MATRIX OF DIRECT EFFECTS (STANDARDIZED):
TO: TURN JSAT oPC (0]
FROM:
TURN 0.0000 0.0000 0.0000 0.0000
JSAT 0.0000 0.0000 0.0000 0.0000
OPC 0.3984 -0.3861 0.0000 0.0000
oc 0.0000 0.0000 -0.5764 0.0000
PC 0.0000 0.0000 -0.0028 0.0000
SSCON 0.0000 0.0000 0.1236 -0.2003
TENURE 0.0000 0.0000 0.0000 0.1246
SPVRSTAT 0.0000 0.0000 0.0000 0.1656
THE MATRIX OF INDIRECT EFFECTS (STANDARDIZED):
TO: TURN JSAT 0PC oc
FROM:
TURN 0.0000 0.0000 0.0000 0.0000
JSAT 0.0000 0.0000 0.0000 0.0000
OPC 0.0000 0.0000 0.0000 0.0000
0C -0.2296 0.2225 0.0000 0.0000
PC -0.0011 0.0011 0.0000 0.0000
SSCON 0.0953 -0.0923 0.1155 0.0000
TENURE -0.0286 0.0277 -0.0718 0.0000
SPVRSTAT -0.0380 0.0368 -0.0954 0.0000
THE MATRIX OF TOTAL CAUSAL EFFECTS (STANDARDIZED):
TO: TURN JSAT 0PC 0oC
FROM:
TURN 0.0000 0.0000 0.0000 0.0000
JSAT 0.0000 0.0000 0.0000 0.0000
oPC 0.3984 -0.3861 0.0000 0.0000
oC -0.2296 0.2225 -0.5764 0.0000
PC -0.0011 0.0011 -0.0028 0.0000
SSCON 0.0953 -0.0923 0.2391 -0.2003
TENURE -0.0286 0.0277 -0.0718 0.1246
SPVRSTAT -0.0380 0.0368 -0.0954 0.1656

CORRELATION, REGRESSION, AND PATH COEFFICIENT TABLES

157



Part 3: CMAs ONLY

N OF CASES = 45

CORRELATIONS:
SPVRSTAT TENURE SSCON oc PC oPC

SPVRSTAT 1.0000 -0.1452 0.0713 -0.2442 -0.1947 -0.0664
TENURE =-0.1452 1.0000 -0.1366 0.3218 0.0864 -0.1286
SSCON 0.0713 -0.1366 1.0000 -0.3099 0.1723 0.4580
oc -0.2442 0.3218 -0.3099 1.0000 0.0204 -0.5647
PC -0.1947 0.0864 0.1723 0.0204 1.0000 =-0.1710
oPC -0.0664 -0.1286 0.4580 -0.5647 -0.1710 1.0000
JSAT -0.3003 0.2675 -0.1844 0.7505 0.0703 -0.3300
TURN 0.0898 -0.2300 0.1541 -0.7175 -0.0966 0.4803

REGRESSION EQUATION # 1 DEPENDENT VARIABLE: TURN
THE INDEPENDENT VARIABLES ARE: OPC

MULTIPLE R .48028 ANALYSIS OF VARIANCE

R SQUARE .23067

F= 12.89270 SIGNIF F

DF SUM OF SQUARES
STANDARD ERROR 1.79580 REGRESSION 1 41.57790
RESIDUAL 43 138.67143

JSAT

-0.

0

3003
.2675
. 1844
.7505

0.0703

.3300
.0000
.3904

MEAN
4

TURN

0.0898
=0.2300
0.1541
-0.7175
-0.0966
0.4803
-0.3904
1.0000

SQUARE
1.57790
3.22492
0.00117

---------------------- REGRESSION EQUATION ==-====-=e=ccecccccccacmnan

VARIABLE B SE B BETA T

OPC 0.5394484 0.1502374 0.4802800 3.5906391 0.00033

INTERCEPT 1.9895115

REGRESSION EQUATION # 2  DEPENDENT VARIABLE: JSAT
THE INDEPENDENT VARIABLES ARE: OPC
MULTIPLE R .33003 ANALYSIS OF VARIANCE
R SQUARE .10892 DF SUM OF SQUARES
STANDARD ERROR 1.46002 REGRESSION 1 11.20403
RESIDUAL 43 91.66096
F= 5.25604 SIGNIF F

MEAN
11
2
0

SQUARE
.20403
.13165
.02527

---------------------- REGRESSION EQUATION =======---meeccesececaca-an

VARIABLE B SE B BETA T

OPC -0.2800310 0.1221453 =-0.3300300 -2.2926054 0.02187

INTERCEPT 6.0408554
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REGRESSION EQUATION # 3  DEPENDENT VARIABLE: OPC
THE INDEPENDENT VARIABLES ARE: PC

oc

SSCON
MULTIPLE R .67500 ANALYSIS OF VARIANCE
R SQUARE .45562 DF SUM OF SQUARES MEAN SQUARE
STANDARD ERROR 1.37733 REGRESSION 3 65.09807 21.69936

RESIDUAL 41 77.77890 1.89705
F= 11.43850 SIGNIF F = 0.00006

------------------------ REGRESSION EQUATION ----=-==--v-cccccccccccccaax
VARIABLE B SE B BETA T SIG T
PC =0.5598242 0.2940919 -0.2233706 -1.9035683 0.05697
ocC =0.7561943 0.2045497 -0.4494364 -3.6968737 0.00022
SSCON 0.3388327 0.1170285 0.3572598 2.8952999 0.00379

INTERCEPT 9.5864763

REGRESSION EQUATION # 4  DEPENDENT VARIABLE: OC
THE INDEPENDENT VARIABLES ARE: SSCON

TENURE
SPVRSTAT
MULTIPLE R .45835 ANALYSIS OF VARIANCE
R SQUARE .21008 DF SUM OF SQUARES MEAN SQUARE
STANDARD ERROR 0.98608 REGRESSION 3 10.60289 3.53430
RESIDUAL 41 39.86688 0.97236
F= 3.63475 SIGNIF F = 0.02019
----------------------- REGRESSION EQUATION =======cccecccccccccacnaa-
VARIABLE B SE B BETA T SIG T
SSCON -0.1471932 0.0790908 -0.2611271 -1.8610649 0.06273
TENURE 0.0419887 0.0229503 0.2587931  1.8295469 0.06732

SPVRSTAT -0.1209815 0.0%904191 -0.1879674 -1.3380070 0.18089
INTERCEPT 5.0269985

THE MATRIX OF STANDARD ERRORS FOR INDIRECT EFFECTS (METRIC):

TO: TURN JSAT OPC oc

FROM:

TURN 0.0000 0.0000 0.0000 0.0000
JSAT 0.0000 0.0000 0.0000 0.0000
OPC 0.0000 0.0000 0.0000 0.0000
oc 0.1951 0.1237 0.0000 0.0000
PC 0.1387 0.0892 0.0000 0.0000
SSCON 0.1034 0.0684 0.0738 0.0000
TENURE 0.0124 0.0071 0.0213 0.0000
SPVRSTAT 0.0438 0.0243 0.0771 0.0000
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THE MATRIX OF T-VALUES FOR INDIRECT EFFECTS (METRIC):

TO: TURN JSAT OPC oc

FROM:

TURN 0.0000 0.0000 0.0000 0.0000
JSAT 0.0000 0.0000 0.0000 0.0000
OPC 0.0000 0.0000 0.0000 0.0000
oc =2.0905 1.7112 0.0000 0.0000
PC =2.1767 1.7575 0.0000 0.0000
SSCON 2.3476 -1.8438 1.5076 0.0000
TENURE -1.3768 1.2497  -1.4907 0.0000
SPVRSTAT 1.1270  -1.0540 1.1869 0.0000

THE MATRIX OF TWO-TAILED PROBABILITIES OF T-VALUES
FOR INDIRECT EFFECTS (METRIC):

TO: TURN JSAT OPC ocC
FROM:
TURN 1.0000 1.0000 1.0000 1.0000
JSAT 1.0000 1.0000 1.0000 1.0000
OPC 1.0000 1.0000 1.0000 1.0000
0oC 0.0366 0.0870 1.0000 1.0000
PC 0.0295 0.0788 1.0000 1.0000
SSCON 0.0189 0.0652 0.1317 1.0000
TENURE 0.1686 0.2114 0.1360 1.0000
SPVRSTAT 0.2598 0.2919 0.2353 1.0000
THE MATRIX OF DIRECT EFFECTS (STANDARDIZED):
TO: TURN JSAT opPC oC
FROM:
TURN 0.0000 0.0000 0.0000 0.0000
JSAT 0.0000 0.0000 0.0000 0.0000
OPC 0.4803 -0.3300 0.0000 0.0000
oC 0.0000 0.0000 -0.4494 0.0000
PC 0.0000 0.0000 -0.2234 0.0000
SSCON 0.0000 0.0000 0.3573 -0.2611
TENURE 0.0000 0.0000 0.0000 0.2588
SPVRSTAT 0.0000 0.0000 0.0000 -0.1880
THE MATRIX OF INDIRECT EFFECTS (STANDARDIZED):
TO: TURN JSAT oPC ocC
FROM:
TURN 0.0000 0.0000 0.0000 0.0000
JSAT 0.0000 0.0000 0.0000 0.0000
OPC 0.0000 0.0000 0.0000 0.0000
oC -0.2159 0.1483 0.0000 0.0000
PC -0.1073 0.0737 0.0000 0.0000
SSCON 0.2280 - -0.1566 0.1174 0.0000
TENURE -0.0559 0.0384 -0.1163 0.0000
SPVRSTAT 0.0406 -0.0279 0.0845 0.0000
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THE MATRIX OF TOTAL CAUSAL EFFECTS (STANDARDIZED):

TO: TURN

FROM:

TURN 0.0000
JSAT 0.0000
oPC 0.4803
oC =0.2159
PC -0.1073
SSCON 0.2280
TENURE -0.0559
SPVRSTAT 0.0406

JSAT

-0.
0.
-0.

0.0000
0.0000
-0.
0
0

3300

. 1483
.0737

1566
0384
0279

OPC

[}
COOCOo

]
OO

.0000
.0000
.0000
L4494
.2234
4746
.1163
.0845

oC

[N eoNoNeNeNolNeNo

.0000
.0000
.0000
.0000
.0000
.2611
.2588
.1880
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Appendix C
QUESTIONNAIRE AND TRANSMITTAL
LETTER

This appendix contains the questionnaire, including its cover letter, which was
mailed to 599 members of the National Association of Accountants.
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Mr. John P. Doe, CMA

Vice President and Controller

USA Manufacturing Company, Inc.
1776 America Street

Winston Salem, NC 27101

Dear Mr. Doe:

Your name has been provided to me by the National Association of Ac-
countants as one who is qualified to participate in an important study of
professionalism in management accounting.

It will take only a few minutes to complete the research questions in the in-
strument that accompanies this letter, and your responses will be kept absolutely
confidential. A postage-paid return envelope is enclosed for your convenience.

PLEASE COMPLETE AND RETURN THE RESEARCH INSTRUMENT
EVEN IF YOU ARE NOT CURRENTLY WORKING AS A MANAGE-
MENT ACCOUNTANT.

If you want to make comments in addition to the specific answers requested,
your input will be welcome. All comments from participants will be carefully
considered.

It is most important to the success of the study that you complete and return
the research instrument. [ hope you will do so today, before you forget. I deeply
appreciate your cooperation.

I would be pleased to provide you with a summary of the research findings,
upon request, when the study has been completed. You may write or call me if
you have any questions about this study. My address and telephone numbers are
indicated below.

Sincerely,

Calvert McGregor
Asst. Professor of Accounting
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RESEARCH STUDY: PROFESSIONALISM IN MANAGEMENT AC-
COUNTING

PART A -- INFORMATION ABOUT THE PARTICIPANT

1. In what field or profession are you NOW working?

Management Accounting
Public Accounting
Internal Auditing
Management

Education

Government

Other (please indicate)

2. Your present occupation and/or title within this field or

profession:

4. Your present age: years.
5. Your sex: (Circleone) M F
6. How long have you been with your present organization? Years

7. Indicate any professional certifications you have attained. Also, indicate how
many years you have held each certificate.

CERTIFICATE or TITLE YEARS HELD
CMA
CPA
Certified Internal Auditor
Certified Financial Analyst
Other(s)

8. Indicate any professional organizations to which you belong and how many
years you have been a member.

ORGANIZATION YEARS A MEMBER
National Association of Accountants
American Institute of CPAs
State CPA society or association
Institute of Internal Auditors
American Accounting Association.
Other(s)
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9. Which of the following most nearly describes your highest level of formal ed-
ucation?

High school diploma or equivalent
Some college work but not a degree
Associate (2-year) degree
Bachelor's degree

Some graduate work but not a degree
Master's degree

Doctoral degree

10. Have you ever worked in a public accounting firm? YES__ NO__
If you answered NO, skip the remainder of No.10; go to No.11.
How long did you work in public accounting? years

Which of the following best describes your highest position in a public accounting
firm?

Clerical or secretarial
Staff accountant

Senior accountant

Manager
Partner/Owner/Shareholder
Other:

Was the public accounting firm in which you attained the highest position a:

Local firm with one office?
Regional or multi-office local firm?
National or international firm?

11. How many individuals do you supervise in your present position?

Directly
Indirectly
Total

12. Is your immediate supervisor (or rating official) an accountant?

YES__ NO__
If you answered YES, please indicate any professional designation(s) he or she
has attained (CMA, CPA, etc.).
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PART B -- THE PARTICIPANT’S ORGANIZATION

The following questions are about your relationship with your present organ-
ization. Your answer to each question will be an expression of agreement or dis-
agreement with a given statement, on a scale from 1| (STRONGLY DISAGREE)
to 7 (STRONGLY AGREE). Please choose a number for each item, even if you
also write additional comments. Indicate your answer by circling one number for
each question.

1. I am willing to put in a great deal of effort beyond that normally expected
in order to help this organization be successful.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

2. I talk up this organization to my friends as a great organization to work for.
STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

3. I feel very little loyalty to this organization. .
STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

4. 1 would accept almost any type of job assignment in order to keep working
for this organization.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
5. 1 find that my values and the organization’s are very similar.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
6. I am proud to tell others that I am part of this organization.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

7. I could just as well be working for another organization as long as the type
of work was similar.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

8. This organization really inspires the very best in me in the way of job per-
formance.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
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9. It would take very little change in my present circumstances to cause me to
leave this organization.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

10. I am extremely glad that I chose this organiiation to work for, over others
I was considering at the time I joined.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

11. There is not too much to be gained by sticking with this organization indef-
initely.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

12. Often, I find it difficult to agree with this organization’s policies on impor-
tant matters relating to its employees.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
13. 1 really care about the fate of this organization.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
14. For me, this is the best possible organization to work for.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
15. Deciding to work for this organization was a definite mistake on my part.

STRONGLY DISAGREE I 2 3 4 S 6 7STRONGLY AGREE

16. It is likely that I will actively look for another organization to work for in
the next year.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

17. The type and structure of my employment framework give me the opportu-
nity to fully express myself as a professional.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
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PART C -- THE PARTICIPANT’S PROFESSION

The following questions are about your relationship with the profession in
which you are currently working. Your answer to each of these questions will be
an expression of agreement or disagree- ment with a given statement, on a scale
from 1 (strong disagreement) to 7 (strong agreement). Please choose a number
for each item, even if you also write additional comments.

I. T am willing to put in a great deal of effort beyond that normally expected
in order to help my present profession to meet its objectives.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
2. [ talk up my profession to my friends as a great profession to work in.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
3. I feel very little loyalty to my profession.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

4. 1 would accept almost any type of job assignment in order to keep working
in this profession.

STRONGLY DISAGREE 1 2 3 4 S5 6 7STRONGLY AGREE
5. I find that my values and my profession’s are very similar.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
6. 1 am proud to tell others that [ am part of this profession.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
7. I could just as well be working in another profession.

STRONGLY DISAGREE | 2 3 4 5 6 7STRONGLY AGREE

8. This profession really inspires the very best in me in the way of job per-
formance.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
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9. It would take very little change in my present circumstances to cause me to
leave this profession.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

10. I am extremely glad that I chose this profession to work in, over others I
was considering at the time I joined.

STRONGLY DISAGREE 1 2 3 4 5 6 7 STRONGLY AGREE

11. There is not too much to be gained by sticking with this profession indefi-
nitely.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

12. Often, I find it difficult to agree with the profession’s policies on important
matters relating to its members.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
13. I really care about the future of this profession.
STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

14. For me, my present profession is the best of all possible professions to work
in.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
15. Deciding to work in the this profession was a definite mistake on my part.
STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

16. My superiors encourage me to be an active member of my profession.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
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PART D -- PROFESSIONALIZATION OF MANAGEMENT
ACCOUNTING

A stated objective of the Certified Management Accountant (CMA) program
is “to establish management accounting as a recognized profession.” Indicate
your agreement or disagreement with the following statements regarding the
professionalization of management accounting EVEN IF YOU ARE NOT
PRESENTLY WORKING IN THE PROFESSION OF MANAGEMENT
ACCOUNTING. When a question refers to your superiors, it refers to those
individuals who shape the priorities and policies of the organization in which you
work, including, but not limited to, your immediate supervisor (or rating official).

1. I believe that management accounting is more recognized as a profession
today than it was 15 years ago.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

2. My superiors believe that management accounting has become a recognized
profession.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
3. My superiors and I disagree strongly regarding my status as a professional.
STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

4. I believe that management accountants can better serve their employer or-
ganizations if they are regarded as members of a recognized profession.

STRONGLY DISAGREE I 2 3 4 5 6 7STRONGLY AGREE

5. 1 believe that management accountants’ responsibility to the public is as
great as their responsibility to their employers.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

6. I believe that the ethics and standards of one’s profession should take pre-
cedence over the goals, pressures, or customs of a particular organization.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

7. A management accountant’s primary responsibility is to the organization in
 which he or she is employed. ' ' ‘

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
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8. My immediate supervisor (or rating official) believes that management ac-
counting has become a recognized profession.

STRONGLY DISAGREE 1 2 3 4 5 6 7 STRONGLY AGREE

9. In general, the business community has accepted management accounting
as a recognized profession.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

10. It makes no difference to me whether or not management accounting is re-
cognized as a profession.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE

11. Management accountants often disagree with their superiors who are not
accountants as to who should establish accounting policies or priorities for their
organization.

STRONGLY DISAGREE 1 2 3 4 5 6 7STRONGLY AGREE
12. Using your own concept of what a profession is, please rate each of the fol-

lowing occupations, which are in random order, from (1) nonprofessional to (7)
highly professional (Circle one number on each line).

NON- HIGHLY

OCCUPATION PROFESSIONAL-=====-- PROFESSIONAL
Architects 1 2 3 4 5 6 7
Veterinarians 1 2 3 4 5 6 7
Attorneys 1 2 3 4 5 6 7
Registered nurses 1 2 3 4 5 6 7
Management accountants (non-CMA) 1 2 3 4 5 6 7
Public school teachers 1 2 3 4 5 6 7
Realtors 1 2 3 4 5 6 7
Electrical engineers 1 2 3 4 5 6 7
Medical doctors 1 2 3 4 5 6 7
Certified public accountants 1 2 3 4 S 6 7
Bank loan officers 1 2 3 4 5 6 7
College professors 1 2 3 4 5 6 7
Pharmacists 1 2 3 4 5 6 7
Certified management accountants 1 2 3 4 5 6 7
Internal Revenue Service agents 1 2 3 4 5 6 7
Internal auditors 1 2 3 4 5 6 7
Ministers 1 2 3 4 5 6 7
Dentists 1 2 3 4 5 6 7
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