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Abstract

Employer and graduate attitudes on the skill set requirements for
professional accountants: Should emotional intelligence be
developed in university accounting programs?

This Doctorate of Business Administration (DBA) thesis investigated graduate and employer attitudes on
the skill set requirements for professional accountants and specifically whether university accounting
programs provide the emotional intelligence (EI) skills an accounting graduate needs. Emotional
intelligence is the effective awareness, control and management of one's own emotions, and those of
other people. Theories of emotional intelligence assert that EI is more important than cognitive ability or
technical expertise in predicting managerial success - even in the accounting field. As a result there has
been considerable debate about the need for accounting graduates to develop EI skills in their university
accounting programs to better prepare them for careers in the accounting profession. While much
accounting education research has been noted for its underemployment of theoretical frameworks, this
descriptive study used neo-correspondence theory to investigate the attitudes of accounting graduates
and accounting employers. Neo-correspondence theory is derived from the correspondence theory of
education which emphasizes the connection between higher education student experience and the
workplace.

While many studies have identified gaps or lack of correspondence between the university accounting
curriculum and the accounting workplace, the findings of this study suggest that the gap may not be as
big as expected. While employers and graduates acknowledge the importance of certain EI skills (e.g.
self-confidence) for the workplace, they do not have expectations that these skills be developed in
university. Other EI skills (e.g. service) were considered by employers and graduates to be important but
not well developed in accounting graduates through their university accounting programs. The results
also reveal that employers consider some EI skills (e.g. teamwork and collaboration) as being important
and well developed in accounting graduates. Somewhat surprisingly, however, were the findings around
technical skills. While some technical skills (e.g. financial accounting and audit and assurance) are
considered well developed in graduates, others such as bookkeeping, integrative thinking and analytical
skills are viewed by employers as important but needing more development in university accounting
programs.

The study has academic and practical contributions. The research provides a broader understanding of
the skill set (particularly the EI skills) valued by accounting employers and accounting graduates. The
study will inform university accounting educators about the ranked importance of various technical and
nontechnical skills (primarily EI skills) according to employer and graduate perspectives. Also, the study
produces data about the perceived extent of development of these skills in accounting graduates and
their expected development in university. This research study is relevant for the academic community by
contributing to the use of the theories of emotional intelligence and neo-correspondence. The emotional
intelligence field is still relatively new and neo-correspondence theory has never been used in an
emotional intelligence context before. Overall, this research has relevance in the accounting education
research field, the professional accounting workplace and in the university accounting classroom

Peggy Ann Coady
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Introduction and
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Introduction

Section 1 of the Doctorate of Business Administration (DBA) thesis discusses the introduction
and research overview for an investigation of employer and graduate attitudes on the skill set
requirements for professional accountants and whether university accounting programs
develop these skills and in particular the emotional intelligence (EI) skills an accounting
graduate needs. This section will outline the research overview, background to the research
topic, research questions and hypotheses. The thesis structure and a brief overview of the
study’s contributions will also be included.

The accounting profession has been transformed as the industry has become more regulated
(e.g. Sarbanes-Oxley Act, 2002), competitive, global, cross-functional and technology driven
(Bolt-Lee and Foster, 2003; Karr, 2005; Kavanagh and Drennan, 2008; Tatikonda, 2010).
Accountants are expected to be more than just number crunchers as their roles have changed
to trusted business advisors. This has meant that the duties of a professional accountant have
broadened to include a wider range of skills normally associated with managers and
competencies such as those encompassed by emotional intelligence (Jones and Abraham,
2008; Kermis and Kermis, 2010; Siegel et al., 2010).

Emotional intelligence (EI) is a concept, rooted in psychology, which has an active connection
to business disciplines. Daniel Goleman has become one of the most cited sources regarding
El in a business context (Myers and Tucker, 2005; Rozwell et al., 2001). According to
Goleman (1998) emotional intelligence is a person’s self-awareness, self-confidence, self-
control, commitment and integrity, and a person’s ability to communicate, influence, initiate
change and accept change. In his work with 200 large global companies, Goleman (1998)
concluded that "truly effective leaders are distinguished by a high degree of emotional
intelligence"(p.82). More recent research about leadership in the accounting profession notes
that the most successful accountants are both technically and emotionally competent (Akers
and Porter, 2003; Foley, 2007; Goleman et al., 2002; Kermis and Kermis, 2010; Smigla and
Pastoria, 2000; Turner, 2004).

Historically, the accounting field has always attracted bright students (Bay and McKeage,
2006; Esmond-Kiger et al., 2006). However, given the growing recognition of the value of
emotional skills, it is argued that being “intelligent” in the traditional sense may not be enough
for accounting graduates today (Albrecht and Sack, 2000; Bay and McKeage, 2006).
Consequently, many researchers have concluded that accounting educators are focusing too
much on technical skills while employers want to hire graduates with good nontechnical skills
as well (French and Coppage, 1999; Kavanagh and Drennan, 2008; Usoff and Feldmann,
1998). Several researchers in the accounting education field purport that there is a significant
gap between what accounting students are taught and what accounting employers require,
particularly with respect to nontechnical skills (AAA, 1986; Albrecht and Sack, 2000; Bui and
Porter, 2010; Jackling and DelLange, 2009; Karr, 2005; Kavanagh and Drennan, 2008; Pan
and Perera, 2012; Siegel et al., 2010; Tatikonda, 2010). There has not been a study that has
specifically focused on an "emotional intelligence gap" between university accounting
programs and the professional workplace.

This study explores the importance, extent of development and expected development of El
skills along with other nontechnical skills and technical skills in university accounting
programs.

The research overview of the study will be discussed next.

Research Overview

This section will provide an overview of the purpose of the study. This will include a synopsis
of the theories and literature review underlying the study and the context in which the study
took place.

Emotional Intelligence Theory

The concept of EI was first conceptualized by Salovey and Mayer (1990) as a form of social
intelligence "that involves the ability to monitor one's own and others' feelings and emotions,
to discriminate among them and to use this information to guide one's thinking and
actions"(p. 189). Daniel Goleman (1995; 1998; 2000) built on the concepts of Salovey and
Mayer and broadened their narrow concept of EIl to include four constructs: self-awareness,



self-management, social awareness and relationship management. These four main constructs
each contain a set of emotional skills (19 in total) and this conceptualization of EI was used in
the study.

This study examined the attitudes of accounting graduates and accounting employers about
the development of EI in university accounting programs and the importance of El skills
relative to other skills in the accounting workplace. In addition to emotional intelligence
theory, the use of a theoretical perspective that considers the alignment of higher education
institutions to the workplace was also part of the study and is discussed next.

Neo-Correspondence Theory

The relationship between higher education and the business community has been studied
previously. Neo-correspondence theory asserts that higher education institutions should
consider employer expectations and align the curriculum accordingly (Gintis, 1971; Saunders
and Machell, 2000). This theoretical framework provided the context for the investigation of
the skill set requirements for accounting graduates and specifically whether Canadian
university accounting programs provide the emotional intelligence skills accounting graduates
need for success as professional accountants.

Correspondence theory was first introduced by Gintis (1971) to address issues in higher
education. The correspondence theory contends that "the values, norms, structures, processes
and dynamics of schooling mirror those found in bureaucratically and hierarchically patterned
economic organizations" (LaBrecque, 1978, p.194). At its core was the notion that the social
relations between teachers and students will produce socialized work habits and attitudes -
referred to as the "hidden curriculum™ (Nicolescu and Paun, 2009).

Neo-correspondence theory evolved from correspondence theory and challenged the notion of
the "hidden curriculum”. Developed by Saunders and Machell (2000) neo-correspondence
theory promotes an "explicit curriculum™ which fosters correspondence between higher
education and the workplace. The main thrust of neo-correspondence theory is that higher
education institutions should align to the requirements of employers who want graduates with
a certain range of skills. Neo-correspondence theory has only been applied once in an
accounting education context (Pan and Perera, 2012) and never exclusively in the area of
emotional intelligence.

Literature Overview

As part of the literature and theoretical review for the research study, an analysis of over 50
studies spanning a 35 year period in the research area was conducted. This analysis provided
insights into the types of studies completed in the research field and a summary of this work is
included in the Appendix.

During the last 35 years there have been many studies (AAA, 1986; Albrecht and Sack, 2000;
Carr et al., 2006; De Lange et al., 2006; Deppe et al., 1991; Estes, 1979; French and Coppage,
1999; Hancock et al., 2009; Kavanagh and Drennan, 2008; McPhail, 2004; Pan and Perera,
2012; Richardson, 2005; Siegel and Sorensen, 1994; Usoff and Feldmann, 1998) regarding the
desired skills for accounting students. While the professional accountant’s role comprises both
technical and nontechnical skills, these studies concluded that nontechnical skills (e.g.
communication, leadership and team work) are extremely important in the accounting
profession and should be integrated more into university accounting programs.

The last decade has been particularly meaningful as since 2002, some limited research on
emotional intelligence skills in accounting students has emerged (Cook et al., 2011; Esmond-
Kiger et al., 2006; Myers and Tucker, 2005; Visser et al., 2010; Wells et al., 2009). Some
studies have found that while accounting students possess higher GPAs than their non-
accounting business school counterparts, they self-report lower levels of El and rank these
skills lower in importance than technical skills (Bay and McKeage, 2006; Cook et al., 2011;
Esmond-Kiger et al., 2006; Rozwell et al., 2001; Visser et al., 2010). These studies focused
exclusively on El and did not study technical skills together with EIl skills and other
nontechnical skills.

The foundation of this research area is that there appears to be a gap between what accounting
students are taught in university and what accounting employers’ value. Over the years
accounting education researchers have identified several "gaps" in accounting education.
Many of these gaps are similar in nature and are summarized in Table 1 below.



Table 1: Studies on gaps in accounting education

Gap

Key Findings

Author(s)

Country

Preparation Gap

Preparation gap between

Siegel and

USA

corporate needs and
accounting students' skills
and knowledge

Sorensen (1994)

A review of the curriculum Australia
requirements for entry-level
management accountants
from the perspective of
employers was found to have

gaps.

Preparation Gap Richardson (2005)

Milner and Hill UK
(2008)

Skills Gap Accounting students lack
communication and problem
solving skills expected by

employers.

Synchronization Gap | Accounting curricula does USA
not match market demands
as most undergraduate
courses have remained

unchanged for 25 years.

Siegel et al. (2010)

Bui and Porter New Zealand

(2010)

Expectation-
Performance Gap

There is a perceived gap
between the expectations of
accounting employers and
their perception of the
competencies accounting
students should have.

A gap in accounting education research with respect to the development of El skills from the
perspective of accounting employers and accounting graduates has never been studied. The
current study investigated a potential emotional intelligence gap and offers recommendations
for practice.

Study Context

In Canada, the Chartered Accounting (CA) program is administered regionally (Western
Canada, Ontario, Quebec and Atlantic Canada?) and nationally by the Canadian Institute of
Chartered Accountants (CICA)2. The study was conducted in Atlantic Canada (the four most
eastern provinces in Canada: Newfoundland and Labrador, Nova Scotia, New Brunswick and
Prince Edward Island) and Bermuda. Atlantic Canada has ten universities and the graduates
of these schools who pursue the CA program are all students of the Atlantic School of
Chartered Accountancy (ASCA - the regional body that delivers the professional CA program
in Atlantic Canada and Bermuda). Also, to complete the CA program in Canada a student
must be employed by an approved CA training office. These offices are normally CA firms,
government departments (e.g. Office of the Auditor General) and some approved companies
in industry. The sample for the study consisted of ASCA students (accounting graduates) and
employers from approved training offices in Atlantic Canada and Bermuda. In August 2013
there were 438 ASCA students and 110 approved CA employers in Atlantic Canada and
Bermuda.

Study Design

The current research is a descriptive study - "description of phenomena or characteristics
associated with a subject population [the who, what, when, where and how of a topic]"
(Cooper and Schindler, 2011, p.149). Descriptive research is used to study achievement,
attitudes, behaviours, preferences, concerns, interests or other characteristics of a group of
subjects (Gay et al., 2006; McMillan and Schumacher, 2001).

1 CA students in Bermuda complete the CA professional education program in Atlantic Canada.

2The CICA develops and evaluates the uniform final examination that all CA students must complete and as such
regional CA professional bodies and universities follow similar curriculum that has been approved by the CICA.



While the study is descriptive in nature, it does have exploratory elements. Exploratory studies
are an important way to discover "what is happening; to seek new insights; to ask questions
and to assess phenomena in a new light" (Robson, 2002, p.59). This type of research can be
helpful when the understanding of the problem needs further clarification and definition. The
study is the first to use neo-correspondence theory to examine emotional intelligence in an
accounting education context and is the first to investigate the attitudes of Canadian
accounting employers and accounting graduates about the complete skill set, including EI
skills, for professional accountants.

Both sets of respondents were asked three main questions about 31 different skill areas. The
skill areas in the survey were divided between nontechnical and technical skills and the 31
skills are listed below in Table 2. To facilitate the effective presentation of skills groupings,
technical skills have normal formatting, the nontechnical skills are shaded and the EI skills
are shaded and underlined. This convention will be used in all tables throughout the DBA
thesis.

Table 2: Technical, nontechnical and emotional intelligence skills from surveys

. Financial Accounting (interpretation and application of relevant accounting standards)
. Bookkeeping (bank reconciliation, journal entry preparation, and monthly accounting)
. Management Accounting (budgeting, costing and performance measurement)

. Taxation (personal and corporate tax preparation)

. Audit and Assurance (financial statement auditing and other assurance services)

. Finance (financial analysis and planning)

. Strategy and Governance (role of corporate governance within an organization

. Information Technology (proficiency in the latest information technology sources)

. Analytical Skills (articulating and solving both complex and uncomplicated problems)
10. Integrative Thinking (critical thinking of many factors when solving a problem)

11. Oral Communication (effective listening, understanding and speaking)
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12. Written Communication (writing with clarity and precision)
13. Emotional Self-Awareness (recognizing one's emotions and their effects)
14. Accurate Self-Assessment (knowing one's strengths and limits)

15. Self-Confidence (sureness about one's self-worth and capabilities)
16. Empathy (sensing others' feelings and perspectives)

17. Organizational Awareness (the ability to read social and political networks in an
organization)

18. Service (anticipating, recognizing and meeting client needs)
19. Self-Control (keeping disruptive emotions and impulses under control)

20. Transparency (displaying honesty, integrity and trustworthiness)
21. Adaptability (flexibility in adapting to changing situations or overcoming obstacles )
22. Achievement (striving to improve or meet a standard of excellence)

23. Initiative (readiness to act and seize opportunities)

24. Optimism (persistence in pursuing goals despite obstacles and set-backs)

25. Inspiration (inspiring and guiding people)

26. Influence (using effective tactics of persuasion)

27. Developing Others (encouraging others' abilities through feedback and guidance)
28. Change Catalyst (initiating or managing change)

29. Conflict Management (negotiating and resolving disagreements)

30. Teamwork and Collaboration (cooperatively working with others towards a shared goal)
31. Building Bonds (cultivating and maintaining a web of relationships)




The inventory of skills compiled during the research design drew on a number of sources.
Technical skills were identified from two sources: academic studies and research conducted by
professional accounting bodies. The technical skills in the questionnaires have been identified
and tested in some of the studies reviewed for this paper (Albrecht and Sack, 2000; Pan and
Perera, 2012; Richardson, 2005). These technical skills are also considered important in the
accounting profession. These ten technical skills have been identified in the competency
frameworks of the major professional accounting bodies in Canada, Australia and the United
States (AICPA, 2012; CICA, 2012; ICAA and CPA, 2009).

There are 21 nontechnical skills listed in the questionnaires and 19 of these are the emotional
intelligence skills identified by Goleman et al. (2002). The other two skills included in the
nontechnical skills area of the questionnaires are oral and written communication skills. The
goal was to compile an inventory of skills for professional accountants and Goleman's El
framework does not contain communication skills. Also prior to 2002, the research around
nontechnical skills in accounting education focused on communication (Aiken et al., 1994;
Andrews and Koester, 1979; Andrews and Sigband, 1984, Estes, 1979; Gingras, 1987; Hassall
et al., 2005; Montano et al., 2001; Novin et al., 1990; Rebele, 1985; Zaid and Abraham,
1994).Hence, oral communication and written communication were included in the inventory
of skills for the study.

Both questionnaires contained questions about attribute variables and they varied slightly
between the two groups of respondents. It was anticipated that the responses about the
various skills areas would vary according to these attributes. Thus, there was a potential
opportunity to offer new insights with respect to the population characteristics in keeping with
descriptive research design.

Surveys of accounting employers and graduates took place in August - September 2013 and
Table 3 summarizes the sample sizes, responses and response rates.

Table 3: Survey responses

Sample Total Invalid Responses Useable Response
Size Responses Responses Rate
Graduates 438 204 5 199 45.4%
Employers 110 68 1 67 60.9%3

The next sub-section will discuss the background to the research topic.

Background to the Research Topic: Research Rationale

There were academic, professional and personal reasons that provided the motivation for the
study.

Academic Rationale

As mentioned earlier over 50 studies covering a 35 year period in the research area were
analyzed as part of the literature review. This analysis revealed that most studies in the field
do not have a theoretical foundation. Also, accounting graduates and employers are not
studied comparatively or as extensively as accounting students.

Another aspect of this research topic is that this field is relatively new, as studies of emotional
intelligence in university accounting education have only emerged in the last decade. Likewise,
neo-correspondence theory has only been applied once in an accounting education context
(Pan and Perera, 2012) and never using Goleman’s emotional intelligence framework. This
research topic, from an academic perspective, presented several opportunities to explore
aspects of the issues not previously studied. For example, there has not been a specific focus
on a potential emotional intelligence gap in accounting education. Thus, there is opportunity
in this research area for further contribution.

3 The employer response rate assumes that one respondent from an approved training office participated in the
survey. As the survey was anonymous it is uncertain how many representatives from approved training offices actually
participated.




There is insufficient research on the role of emotional intelligence in university accounting
programs in Canada as most of the research has taken place in Australia and the United States.
Much of the work in Canada has exclusively focused on measuring the EIl of accounting
students. There are no Canadian studies that have examined the attitudes of accounting
employers and graduates regarding the skills, specifically that of emotional intelligence,
valued in accounting graduates as a professional accountant. This research gap provided a
strong rationale for the study.

Professional Rationale

There are many stakeholders in accounting education including students, educational
providers and employers. As noted earlier in the section, there have been many calls for
reform of the accounting curriculum in universities as there are gaps between what accounting
students are taught and what practicing accountants do (Albrecht and Sack, 2000; Bui and
Porter, 2010; Kavanagh et al. 2009; Howieson et al., 2010; Siegel et al. 2010). Obviously these
concerns have important implications for university accounting educators. Even in the best of
economic times university resources are scarce and thus should be utilized in the most
relevant and efficient manner.

If the relevance of the accounting curriculum at universities is in question, will the best and
brightest students opt for other degree programs? Accounting faculties would then have less
qualified students and reduced resources (Albrecht and Sack, 2000; Karr 2005). Some claim
that if accounting education is not viewed as relevant for today's business world professional
accountants will lose their competitive edge and vitality in the marketplace (Brooks, 2007).
Thus, further research into this aspect of accounting education benefits stakeholders such as
students, educational providers and accounting employers.

The other stakeholder relevant to the research topic, while not as obvious as the others, is the
public or society at large. Professional accountants are trained to "protect the public's
interest" and this duty is often viewed as being the core of the profession™s mandate (Brooks,
2007; Lee, 1995). Many argue that since the Enron, World Com and Arthur Andersen
scandals there has been a "rededication” to the public interest with this being the primary
loyalty of the professional accountant (Brooks, 2007; Karr, 2005; Siegel et al., 2010). Some
contend that professional accountants must develop judgment, values and character traits (i.e.
like those that comprise emotional intelligence) that can meet the public's expectations
(Brooks, 2007; Jones and Abraham, 2008). The issue is whether these skills are currently
being developed in accounting educational programs. This is an important question given that
the professional services provided by accountants are beneficial to society.

The research topic is important to accounting students, accounting educators and employers.
Benefits accrue if the university accounting curriculum has academic integrity and is perceived
as preparing students well for a career in accounting. Much time and resources are put into
designing and delivering undergraduate accounting programs and it is crucial that the content
in these programs is relevant.

Personal Rationale

The research topic is of interest to the researcher on many levels. The researcher completed an
undergraduate accounting degree at a university in Atlantic Canada and articled with an
approved training office to become a CA. Thus, the researcher went through the same
academic and professional training as the study’s population. Once promoted to a manager in
the public accounting firm, the researcher then recruited university students for the firm and
thus was exposed to a younger generation of entry level accounting graduates. Even then it was
evident that accounting firms seem to have changed their perceptions of desirable student
attributes to encompass more than just good grades in university.

The researcher is now an accounting academic at a university in Atlantic Canada and teaches
the accounting students that are recruited by accounting employers. Hence, there is a deep
personal interest in the study’s findings and recommendations.

The next sub-section will examine the research questions and hypotheses for the study.



Research Questions

While the fundamental focus of the study remained unchanged, the research questions and
hypotheses for the study evolved slightly during the DBA program. These changes will be
discussed at the beginning of Section 2 of the thesis as a preface to the DBA cumulative paper
series.

The title and research questions for the study are:

Graduate and employer attitudes on the skill set requirements for professional
accountants: Should emotional intelligence be developed in university
accounting programs?

1. What technical and nontechnical skills are viewed as important by accounting graduates
in the accounting workplace?

2. What technical and nontechnical skills are viewed as important by accounting employers
in the accounting workplace?

3. To what extent do accounting graduates believe that these technical and nontechnical
skills have been developed in university accounting programs?

4. To what extent do accounting employers believe that these technical and nontechnical
skills have been developed in university accounting programs?

5. Where do accounting graduates believe that accounting graduates should develop these
technical and nontechnical skills?

6. Where do accounting employers believe that accounting graduates should develop these
technical and nontechnical skills?

The following specific hypotheses have been developed for testing based on the literature
review:

H1 - There is a gap between the attitudes of accounting employers and graduates about the
importance of emotional intelligence skills required in the accounting workplace.

H2 - There is a gap between the attitudes of accounting employers and graduates about the
extent of the development of the emotional intelligence skills of accounting graduates.

H3: Accounting employers and graduates expect correspondence between the emotional
intelligence skills seen as important in the accounting workplace and those covered in
university accounting programs.

The first two hypotheses focus specifically on emotional intelligence skills and are based on
the literature review completed for the study. The third hypothesis is based on neo-
correspondence theory and predicts that both accounting graduates and employers expect
correspondence between the skills covered in university accounting programs and those
required in the accounting workplace

The research questions and hypotheses were mapped to the main questions in the study’s
surveys and the corresponding key studies in the field as presented below in Table 4.

It is evident from Table 4 that while importance of skills (research questions 1, 2 and
hypothesis 1) has received considerable attention in the literature, the same cannot be said for
the extent of development of skills (research questions 3, 4 and hypothesis 2) and where skills
should be developed (research questions 5, 6 and hypothesis 3). This offers an opportunity for
contribution.



Table 4: Summary of research questions, survey questions, hypotheses and key

studies

Research Questions

Survey Questions

Hypotheses

Key Studies

1. What technical and
nontechnical skills are
viewed as important by
accounting graduates
in the accounting
workplace?

2. What technical and
nontechnical skills are
viewed as important by
accounting employers
in the accounting
workplace?

Section One (Part A):

The importance or not of
each skills area in the
accounting workplace.

H1 - There is a gap
between the attitudes
of accounting
employers and
graduates about the
importance of
emotional intelligence
skills required in the
accounting workplace.

Albrecht and Sack
(2000), Bui and
Porter (2010),

De Lange et al.
(2006), Jones and
Abraham (2008),
Jackling and De
Lange, (2009),
Kavanagh and
Drennan (2008),
Richardson (2005),
Stivers and Onifade
(2011), Wells et al.
(2009).

3. To what extent do
accounting graduates
believe that these
technical and
nontechnical skills
have been developed
in university
accounting programs?

4. To what extent do
accounting employers
believe that these
technical and
nontechnical skills
have been developed
in university
accounting programs?

Section One (Part B):

The extent to which each
skills area is developed in
accounting graduates.

H2 - There is a gap
between the attitudes
of accounting
employers and
graduates about the
extent of the
development of the
emotional intelligence
skills of accounting
graduates.

Hancock et al. (2009),
Jacking and De
Lange, (2009),
Richardson, 2005.

5. Where do
accounting graduates
believe that accounting
graduates should
develop these technical
and nontechnical
skills?

6. Where do
accounting employers
believe that accounting
graduates should
develop these technical
and nontechnical
skills?

Section One (Part A):
The importance or not of
each skills area in the
accounting workplace.

Section One (Part C):

Where accounting
graduates should
primarily develop each
skills area.

H3: Accounting
employers and
graduates expect
correspondence
between the emotional
intelligence skills seen
as important in the
accounting workplace
and those covered in
university accounting
programs.

Kavanagh and
Drennan, (2008), Pan
and Perera, (2012).

The next sub-section provides of an overview of the study’s contributions.




Contributions

Section 3 of the DBA thesis contains a detailed account of the contributions of the study both
to theory and practice. In this sub-section a general overview of the contribution and relevance
of the study for theory and practice is provided.

While there has been a considerable amount of research conducted in the subject area of the
research study, the field is still far from mature and it is dominated with contributions from
Australia and the United States. Consequently, the literature review did reveal that there are
some opportunities for both an academic and practical contribution, particularly in a
Canadian context.

The current study provides a broader understanding of the skill set (particularly the emotional
intelligence skills) valued by accounting employers and accounting graduates. The study will
inform university accounting educators about the ranked importance of various technical and
nontechnical skills according to employer and graduate perspectives. Also, the study produces
data about the perceived extent of development of these skills in accounting graduates and
their expected development in university. This information will be useful to accounting
students, accounting academics and accounting employers. Likewise, given the intricate
relationship between university accounting programs and the professional accounting bodies
the contribution to practice is also extended to the wider accounting profession. Finally, on a
broader level, this research might be relevant to education in other professions such as law
and medicine.

In addition to a practical role, this research study will be relevant for the academic community
through a contribution to the theories of emotional intelligence and neo-correspondence. The
emotional intelligence field is still relatively new and neo-correspondence theory has never
been used in an emotional intelligence context before. Overall, this research has relevance in
the accounting education research field, the professional accounting workplace and in the
university accounting classroom

Thesis Outline

The DBA thesis contains four main sections. Section, 1 presented the research overview,
background to the research topic and the research questions. A brief summary of the
contributions of the study was also provided. Section 2 contains the DBA cumulative paper
series and as noted earlier this section will begin with a preface to explain any changes to the
study from paper to paper. These four papers are as follows:

DBA Paper 1 (Conceptual Paper). A conceptual framework for investigating whether
university accounting programs provide the emotional intelligence (EIl) skills an accounting
graduate needs.

DBA Paper 2 (Philosophy & Research Methodology). A research methodology for
investigating graduate and employer attitudes on the skill set requirements for professional
accountants: should emotional intelligence be covered in university accounting programs?

DBA Paper 3 (Preliminary Findings). Should emotional intelligence be developed in
university accounting programs? Survey operationalisation and preliminary data from an
investigation of graduate and employer attitudes on the skill set requirements for
professional accountants.

DBA Paper 4 (Results). Should emotional intelligence be developed in university accounting
programs? Results from an investigation of graduate and employer attitudes on the skill set
requirements for professional accountants.

Section 3 of the DBA thesis includes the conclusion and recommendations. This section also
provides the limitations, contributions to practice and theory and suggestions for future
research. Finally Section 4 contains extracts from the researcher’s reflective log.

Concluding remarks

The accounting profession has been transformed due to many external factors. As a result
there has been "a positive paradigm shift within the profession that increases the importance
given to non-technical skills and to put these skills on a level with technical skills" (Foley,
2007, p. 52). More specifically, technical expertise is now viewed as baseline in the accounting
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profession while emotional intelligence is seen as the secret to career success (Foley, 2007;
Goleman, 2000; Smigla and Pastoria, 2000). This is concerning given that universities are
being criticized for producing accounting graduates who are too theoretical and not "work
ready"” (Howieson et al., 2010; Kavanagh et al., 2009; Siegel et al., 2010). For these reasons
the research topic is of importance to accounting graduates, employers, universities and
professional accounting bodies.

This descriptive research study used the theoretical perspectives of neo-correspondence
theory and emotional intelligence theory to investigate the attitudes of accounting graduates
and accounting employers about the skill set requirements for professional accountants and
whether university accounting programs develop these skills and in particular the emotional
intelligence (EI) skills an accounting graduate needs. This research has the opportunity for
contribution to theory and practice with potential significant implications for the design of
university accounting programs.

References

Aiken, M.W., Martin, J.S. and Paolillo, J.G.P. (1994) 'Requisite skills for business school
graduates: perceptions of senior corporate executives', Journal of Education for Business, Vol.
69, No. 3, pp.159-162.

Akers, M.D. and Porter, G.L. (2003) ‘Your EQ skills: got what it takes?', Journal of
Accountancy, Vol. 195, No. 3, pp. 65-70.

Albrecht, W.S. and Sack, R. J. (2000) ‘Accounting education: charting the course through a
perilous future’, Accounting Education, Vol. 16 (Accounting Education Series), pp. 1-73.

American Accounting Association (AAA) (1986) Committee on the future structure, content,
and scope of accounting education. [The Bedford Committee] 'Future accounting education
preparing for the expanded profession’, Issues in Accounting Education, Vol.1, No. 1, pp.168-
195.

American Institute of Certified Public Accountants (AICPA) (2012) The AICPA Core
Competency Framework, New York, NY: AICPA.

Andrews, J.D. and Koester, R.J. (1979) 'Communication difficulties as perceived by the
accounting profession and professors of accounting'’, The Journal of Business
Communications, Vol. 16, Winter, pp. 33-42.

Andrews, J.D. and Sigband, N.B. (1984) 'How effectively does the new accountant
communicate? perceptions by practitioners and academics', The Journal of Business
Communication, Vol. 21, No.2, pp.15-24.

Bay, D. and McKeage, K. (2006) ‘Emotional intelligence in undergraduate accounting
students: Preliminary Assessment’, Accounting Education, Vol. 15, No 4, pp. 439—458.

Bolt-Lee, C. and Foster, S.D. (2003) 'The core competency framework: a new element in the
continuing call for accounting education change in the United States', Accounting Education,
Vol.12, No. 1, pp.33-47.

Brooks, L.J. (2007) Business & Professional Ethics for Directors, Executives & Accountants,
Mason, OH: Thomson, South Western.

Bui, B. and Porter, B.A. (2010) 'The expectation-performance gap in accounting education: an
exploratory study', Accounting Education, Vol. 19, No. 1-2, pp. 23-50.

Carr, S., Chua, F. and Perera, H. (2006) 'University accounting curricula: the perceptions of an
alumni group', Accounting Education: An International Journal, Vol. 15, No. 4, pp. 359-376.



Cook, G., Bay, D., Visser, B and Myburgh, J.E. (2011) 'Emotional intelligence: the role of
accounting education and work experience’, Issues in Accounting Education, Vol. 26, No. 2,
pp. 267-287.

Cooper, D. and Schindler, P. (2011) Business Research Methods, (11th edn), New York, NY:
McGraw Hill Irwin.

De Lange, P., Jackling, B. and Gut, A.M. (2006) 'Accounting graduates' perceptions of skills
emphasis in undergraduate courses: an investigation from two Victorian universities',
Accounting and Finance, Vol. 46, No. 3, pp.365-386.

Deppe, L.A., Sonderegger, E.O., Stice, J.D., Clark, D.C. and Streuling, G.F. (1991) 'Emerging
competencies for the practice of accountancy', Journal of Accounting Education, Vol. 9, No. 2,
pp. 257-290.

Esmond-Kiger, C., Tucker, M.L. and Yost, C.A. (2006) ‘Emotional intelligence: from the
classroom to the workplace’, Management Accounting Quarterly, Winter, pp 35-42.

Estes, R. (1979) 'The profession's changing horizons: a survey of practitioners on the present
and future importance of selected knowledge and skills', Journal of Accounting Education,
Vol.9, Spring, pp. 47-70.

Foley, B. (2007) ‘From overhead to asset: the importance of people skills’, Accountancy
Ireland, Vol. 39, No.5, pp.52-53

French, G.R and Coppage, R.E. (1999) ‘A strategic model for accounting education’, The
Journal of Applied Business Research, Vol. 19, No.2, pp.107-116.

Gingras, R.T. (1987) 'Writing and the certified public accountant’, Journal of Accounting
Education, Vol. 5, pp.127-137.

Gintis, H. (1971) 'Education, technology, and the characteristics of worker productivity’,
American Economic Review, Vol. 61, pp. 266-279.

Goleman, D. (1995) Emotional Intelligence: Why it Can Matter More Than 1Q, New York,
NY: Bantam Books.

Goleman, D. (1998) Working with Emotional Intelligence, New York, NY: Bantam Books.

Goleman, D. (2000) 'Leadership that gets results’, Harvard Business Review, Vol. 78, March-
April, pp. 79-90.

Goleman, D., Boyatzis, R. and McKee, A. (2002) Primal Leadership: Realizing the Power of
Emotional Intelligence, Boston, MA: Harvard Business School Press.

Hancock, P., Howieson, B., Kavanagh, M., Kent, J., Tempone, I. and Segal, N. (2009) 'The
roles of some key stakeholders in the future of accounting education’, Australian Accounting
Review, Vol.19, No. 50, pp.249-260

Hassall, T., Joyce, J., Arquero Montano, J.L. and Donoso Anex, J.A. (2005), 'Priorities for the
development of vocational skills in management accountants: a European perspective',
Accounting Forum, Vol. 29. No. 4, pp. 379-394.

Howieson, B., Hancock, P., Tempone, I., Kavanagh, M., Segal, N. and Kent, J. (2010) ‘Who
should teach what? Perceptions of the roles of universities and practice in the education of
professional accountants', Paper presented at the AFAANZ Conference, 4-6 July,
Christchurch, New Zealand.

Institute of Chartered Accountants in Australia and Certified Public accountants (ICAA and
CPA) (2009) Professional Accreditation Guidelines for Higher Education Programs, Sydney,
AU: ICAA and CPA.

12



Institute of Chartered Accountants of Canada (CICA) (2012) The UFE Candidates
Competency Map, Toronto, ON: CICA.

Jackling, B. and De Lange, P. (2009) ‘Do accounting graduates’ skills meet the expectations of
employers? A matter of convergence or divergence', Accounting Education, Vol. 18. No. 4-5,
pp. 369-385.

Jones, G. and Abraham, A. (2008) ‘Preparing accountants for today’s global business
environment: The role of emotional intelligence in accounting education’, Paper presented at
the 11t Annual International Conference of the American Society of Business and Behavioral
Sciences, 25-27 September, Honolulu, Hawaii.

Karr, S.S. (2005) ‘Is accounting education relevant?’ Financial Executive, Vol. 21, No. 5, pp.
40-42.

Kavanagh, M. and Drennan L. (2008) ‘What skills and attributes does an accounting graduate
need? Evidence from student perceptions and employer expectations’, Accounting and
Finance,

Vol. 48, pp. 279—300.

Kavanagh, M, Hancock, P., Howieson, B., Kent, J., Tempone, I. and Segal, N. (2009)
'Stakeholders’ perspectives of the skills and attributes for accounting graduates', Paper
presented at the AFAANZ Conference, 5-7 July, Adelaide, Australia.

Kermis, G. and Kermis, M. (2010) 'Professional presence and soft skills: a role for accounting
education’, Journal of Instructional Pedagogies, Vol. 2, March, [online] (cited 15 April 2011)
Available from URL: http://www.aabri.com/manuscripts/09246.pdf

LaBrecque, R. (1978) 'The correspondence theory', Educational Theory, Vol. 28, pp. 194—201.

Lee, D. and Blaszczynski, C. (1999) 'Perceptions of Fortune 500 executives on the
competency requirements for accounting graduates’, Journal of Education for Business,
Vol.75, No.2, pp.104-107.

McPhail, K. (2004) ‘An emotional response to the state of accounting education: developing
accounting students’ emotional intelligence’, Critical Perspectives on Accounting, Vol. 10, No.
4-5, pp. 629-648.

Milner, M. and Hill, Y. W. (2008) ' Setting the skills agenda: the views of UK accounting
academics' [online] (cited 15 July 2011) Available from URL:
http://www.gla.ac.uk/departments/accountingfinance/ourstaff/academic/margaretmilner/

Montano, J., Anes, J., Hassall and Joyce, J. (2001) 'Vocational skills in the accounting
professional profile: the Chartered Institute of Management Accountants (CIMA) employers’
opinion', Accounting Education, Vol.10, No.3, pp.299-313.

Myers, L.L. and Tucker, M.L. (2005) ‘Increasing awareness of emotional intelligence in a
business curriculum’, Business Communication Quarterly, Vol. 68, No. 1, pp. 44-51.

Nicolescu, L. and Paun,C. (2009) ' Relating higher education with the labour market:
graduates' expectations and employers' requirements’, Tertiary Education and Management,
Vol. 15, No 1, pp. 17-33.

Novin, A.M., Pearson, M.A. and Senge, S.V. (1990) 'Improving the curriculum for aspiring
management accountants: the practitioner's point of view', Journal of Accounting Education,
Vol. 8, No. 2, pp. 207-224.

Pan. P. and Perera, H. (2012) '‘Market relevance of university accounting programs: evidence
from Australia’, Accounting Forum, Vol. 36, pp. 91-108.

Rebele, J.E. (1985) 'An examination of accounting students' perceptions of the importance of
communication skills in public accounting’, Issues in Accounting Education, Vol. 8, pp. 41-50.


http://www.aabri.com/manuscripts/09246.pdf
http://www.gla.ac.uk/media/media_79746_en.pdf
http://www.gla.ac.uk/media/media_79746_en.pdf

Richardson, W. (2005) 'Curriculum requirements for entry-level management accounting in
Australian industry and commerce’, Journal of Applied Management Accounting Research,
Vol. 3, No.1, pp.55-66.

Robson, C. (2002) Real World Research, (2nd edn), Oxford, UK: Blackwell.

Rozwell, E. J., Pettijohn, C.E. and Parker, R. (2001) ‘An empirical evaluation of emotional
intelligence: The impact on management development’, Journal of Management
Development, Vol. 21, No. 4, pp. 272-289.

Salovey, P. and Mayer, J.D. (1990) 'Emotional Intelligence’, Imagination, Cognition and
Personality, Vol. 9, No.3, pp. 185-211.

Saunders, M. and Machell, J. (2000) 'Understanding emerging trends in higher education
curricula and work connection’, Higher Education Policy, Vol. 13, No. 3. pp. 287-302.

Siegel, G., Sorensen, J.E., Klammer T. and Richtermeyer, S. (2010) 'The ongoing preparation
gap in management accounting education: a guide for change', Management Accounting
Quarterly, Vol. 11, No. 4, pp. 29-39.

Siegel, G. and Sorensen, J.E. (1994) What Corporate America Wants in Entry Level
Accountants, Montvale, NY: The Institute of Management Accountants.

Smigla, J.E. and Pastoria, G. (2000) 'Emotional intelligence: some have it, others can learn’,
The CPA Journal, Vol.70, No. 6, pp.60.

Stivers, B.P. and Onifade, E. (2011) 'Knowledge, skills and abilities for accounting: an
investigation of student perceptions', Review of Business Research, Vol. 11, pp.1-7.

Tatikonda, L.U. (2010) ‘Crisis in accounting: are accounting curricula following the path of
General Motors?', Management Accounting Quarterly, Vol. 11, No. 33, pp. 33-52.

Turner, L. (2004) ‘Emotional Intelligence — our intangible asset?’ Chartered Accountants
Journal, April, pp. 29-31.

Usoff, C. and D. Feldmann (1998) ‘Accounting students' perceptions of important skills for
career success’, Journal of Education for Business, Vol. 73, No. 4, pp. 215-221.

Visser, B.A., Bay, D., Viswesvaran, C., and Pluta, P. (2010) 'Psychopathic and antisocial, but
not emotionally intelligent’, Personality and Individual Differences, Vol. 48, No. 5, pp. 644-
648.

Wells, P., Gerbic, P., Kranenburg, 1., and Bygrave, J. (2009) 'Professional skills and
capabilities of accounting graduates: the New Zealand expectation gap?, Accounting
Education, Vol. 18, No.4, pp.1-31.

Zaid, O. A. and Abraham, A. (1994) ‘Communication skills in accounting education:
perceptions of academics, employers and graduate accountants’, Accounting Education,Vol. 3,
No. 3, pp. 205-221.

14


http://eprints.lancs.ac.uk/24351/
http://eprints.lancs.ac.uk/24351/

SECTION 2:

Cumulative Paper
Series



Preface to Cumulative Paper Series

Section 2 of the DBA thesis contains the cumulative paper series. These papers reflect both an
unfolding research and examination process. As each paper was presented to the examination
panel a determination was made of “recommended” status requiring no resubmission.
Feedback was provided by the examination panel, and peers, by way of suggestions to consider
as the process evolved. This preface thus presents some of this feedback to assist
understanding the positioning and development of each of the four research papers.

Feedback - Paper 1 (Conceptual paper)

The proposed title for the study during the conceptualization of the research topic and
presented in DBA Paper 1 (Conceptual Paper) was:

A study of employer and graduate attitudes about whether university
accounting programs provide the emotional intelligence (EI) skills accounting
graduates need.

The hypotheses presented were:

H1: Accounting employers and graduates expect correspondence between the skills covered
in university accounting programs and those required in the accounting workplace.

H2 - There is a gap between the attitudes of accounting employers and graduates about the
coverage of emotional intelligence skills in university accounting programs.

H3 - There is a gap between the attitudes of accounting employers and graduates about the
importance of emotional intelligence skills required in the professional accounting
workplace.

An extract from the examiner's feedback for Paper 1 is included below:

You presented an accomplished paper and defended your ideas well. You provided a
critical and extensive review of the literature on accounting education and El.
Conceptualization is premised on the existence of student and employer perceived
gaps in attitudes towards EI on correspondence, coverage and importance. As such,
there is clearly great potential for contribution in this area, and emphasis can be
placed more on identifying the (likely) gap between graduate and student
perceptions, rather than attempting to address how such a gap might be closed
(Source: Examiner Feedback, December 14, 2012).

This feedback was addressed in Paper 2 by developing research questions that focused on
identifying the gap between employer and graduate attitudes rather than attempting to
address how such a gap might be closed. The research questions developed for the study were:

1. What technical and nontechnical skills are viewed as important by accounting graduates
and employers in the accounting workplace?

2. To what extent have these technical and nontechnical skills been developed in university
accounting graduates?

3. Where do accounting graduates and employers believe that accounting graduates should
develop these technical and nontechnical skills?

The hypotheses for the study were also reworded given the inclusion of research questions to
the following:

H1 - There is a gap between the attitudes of accounting employers and graduates about the
importance of emotional intelligence skills required in the accounting workplace.

The ordering of this hypothesis was changed as it had been H3 previously. This
change was made to reflect the ordering of the questions in the surveys. Also, the word
"professional accounting workplace" was replaced with "accounting workplace" for
consistency.
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H2 - There is a gap between the attitudes of accounting employers and graduates about the
extent of the development of the emotional intelligence skills of accounting graduates.

The wording of H2 was changed to incorporate the concept of development of the
skills in graduates instead of the development of skills in university which is
addressed in the new H3.This revision was necessary because it focuses on the gap
between employers and graduate attitudes - a point that the examiners had made.

H3: Accounting employers and graduates expect correspondence between the emotional
intelligence skills seen as important in the accounting workplace and those covered in
university accounting programs.

This hypothesis was initially H1 and it was revised to reflect the focus on EIl in the
study. Also, the hypothesis was moved from first to third to reflect the required
integration of two dimensions of the study.

Finally, the title for the study also evolved, on reflection, that the examination of EI skills
could not be considered in isolation of other key skills associated with the accountant’s
professional role. The new title is:

Graduate and employer attitudes on the skill set requirements for professional
accountants: Should emotional intelligence be covered in university accounting
programs?

As part of the feedback for Paper 1, the examiners also commented that exploratory interviews
might be worthwhile considering once the results of the descriptive study are obtained to
examine issues that arise. To address this in Paper 2 the following was noted in the Survey
Administration section:

While the primary data collection method for the current study is questionnaires,

it is acknowledged that further data collection might be needed. Given the influence
of professional accounting bodies, like ASCA, and university accounting academics
on the content of university accounting courses, it is recognized that this research
study has to be cognizant of these intricate relationships. While ASCA and
accounting academics are not noted in the current conceptual  framework for the
study, the involvement of these stakeholders in the research study has been
considered. Depending on the results of the surveys of the accounting graduates and
accounting employers, consultation with ASCA and accounting academics will be
arranged and incorporated into the research study. If this consultation is required it
will be in the form of semi-structured interviews which are compatible with the
philosophical foundation of the research study (Source: DBA Paper 2, p.9).

It is noted that that the use of interviews was monitored as the study progressed. Interviews
were considered more appropriate for obtaining information about closing a gap and resolving
the ‘how’ and ‘why’ questions. As the survey focused more on the ‘what’ skills, interviews were
considered less suitable as they would not add to confirming attitudes towards skills which
was the focus of the study. Subsequent scale and scope of data collection indicated adequacy in
the context of the predetermined research questions and hypotheses. Finally, the
consideration of follow-on interviews did not re-emerge in subsequent examiner feedback. It
has however been an important consideration for further research which is addressed in
Section 3 of the thesis.

Feedback - Paper 2 (Research Methodology)
An extract of the feedback obtained after the presentation of Paper 2 is:

All examiners believe this is an excellent paper, of publishable quality, with strong
rigor and tight presentation. The examiners posited that you could argue

this is exploratory rather than descriptive, in that it explores what people

think. Following a discussion on the survey instrument itself, the examiners
suggested that there is potential to offer strength from question separation

and hypotheses that would reflect more of the complexity of design (Source:
Examiner Feedback, May 13, 2013).

The comment about the exploratory aspect of the survey was taken into consideration after
the research methodology paper presentation and before data collection. Consequently, the
following paragraph was included in Paper 3:
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Given that this study will be the first to use the neo-correspondence theory to examine
emotional intelligence in an accounting education context, the study does have
exploratory elements. Exploratory studies are an important way to discover "what is
happening; to seek new insights; to ask questions and to assess phenomena in a new
light" (Robson, 2002, p.59). This type of research can be helpful when the
understanding of the problem needs further clarification and definition. From this
exploration further information on important variables might emerge and other
hypotheses developed (Cooper and Schindler, 2011). (Source: DBA Paper 3, p.3).

The examiner feedback also suggested that the research questions be refined to differentiate
employers and graduate attitudes separately as follows:

1. What technical and nontechnical skills are viewed as important by accounting graduates in
the accounting workplace?

2. What technical and nontechnical skills are viewed as important by accounting employers in
the accounting workplace?

3. To what extent do accounting graduates believe that these technical and nontechnical skills
have been developed in university accounting programs?

4. To what extent do accounting employers believe that these technical and nontechnical skills
have been developed in university accounting programs?

5. Where do accounting graduates believe that accounting graduates should develop these
technical and nontechnical skills?

6. Where do accounting employers believe that accounting graduates should develop these
technical and nontechnical skills?

The examiners also had some minor suggestions about the draft surveys that were included as
part of Paper 2. These suggestions were taken into consideration during the finalization of
both surveys.

Feedback - Paper 3 (Preliminary Findings)
An extract from the Paper 3 feedback is as follows:

This was an excellent paper, presentation and discussion displaying a high level of
rigor. It is clear how the research has been designed and the rigour of the research
process is evident throughout. How will you integrate the employer and graduate
perceptions? Be explicit on the links between the questions asked and the focus on
E.l. It may help to ‘visualise’ the data to help render the complexity. What do you
plan to do with the results of the survey? Consider the contribution to practice — this
will need to reflect the perspectives of the graduates and employees captured in the
survey and in the context of the researcher's role in an academic ‘practice’
environment (Source: Examiner Feedback, October 17, 2013).

The main comment expressed by the examiners on Paper 3 was the issue of integration of
employer and graduate attitudes. As part of the data analysis, presented in Paper 4, a number
of strategic maps (Montano et al., 2001) were constructed which enabled the integration of
two dimensions of the study. Strategic maps have been previously used in accounting
education research. These maps graphed the mean scores collected for all skill areas from the
questionnaires. Two intersecting lines, at the overall mean score for all skills, divided the map
into 4 areas. These four areas graphically showed higher priority and lower priority areas in
terms of importance and development for the 31 skill areas.

In Paper 4 the attributes of importance of the skill area and the development of that skill area
in graduates was mapped. Also, another series of strategic maps plotted the level of
importance assigned by the respondents and the extent to which the skill should be developed
in university accounting programs. This analysis provided insights into directing attention to
those skills that have a combination of above average importance and below average
development.

The other comments made by the examiners were taken into consideration during the
preparation for Paper 4. This included specifically linking the research questions and the focus
on El when presenting the results. Also, the contribution to practice does reflect the
perspectives of both employers and graduates.
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Feedback - Paper 4 (Results)

The examiner feedback from Paper 4 indicated that a fully integrated analysis of the three
variables in the study could offer meaningful insights. The examiner feedback was:

This was an excellent paper, with a very high standard of presentation and
discussion. You have offered a thorough examination of attitudes of employers and
graduates of technical and non-technical skills and provide full exploration of the
hypotheses, even if the results may not be what you hoped for. The variation
in El skills across the 19 dimensions, two other non-technical skills, and technical
skills across 10 dimensions, shows which skills merit more/less attention. You've
offered very strong analysis here. You might consider overlaying the graphs,
although it may be too complicated. Comparison/analysis of expected
development versus the extent developed vis-a-vis importance could provide some
useful discussion going forward (Source: Examiner Feedback, March 27, 2014).

This analysis of importance of the skill, development of the skill in graduates and expected
development of the skill in universities was undertaken as part of the data analysis and is
presented in Section 3 (Conclusion and Recommendations) of the thesis. This analysis
combined the analytical tools used by Hassall et al. (2005) and Montano et al. (2001).

Priority indices were calculated in order to identify the skills that require major development.
These indices relate the individual skill mean score to the overall average mean skill score and
then weighting this by the individual skill importance mean score. This calculation has
previously been applied to accounting skill level adequacy (Hassall et al., 2005). In this study
it was utilized to analyze expected skill development in university (Where Index) and the
extent of skill development in graduates (Extent Index)

The strategic maps, discussed earlier, and utilized in DBA Paper 4 to present the study's
results, were used to bring together the Where and Extent Indices for employers and
graduates in Section 3 of the thesis.

Concluding Remarks

The remainder of Section 2 contains the cumulative paper series. These four papers have the
following titles:

Paper 1. A conceptual framework for investigating whether university accounting programs
provide the emotional intelligence (EI) skills an accounting graduate needs.

Paper 2. A research methodology for investigating graduate and employer attitudes on the
skill set requirements for professional accountants: should emotional intelligence be covered
in university accounting programs?

Paper 3. Should emotional intelligence be developed in university accounting programs?
Survey operationalisation and preliminary data from an investigation of graduate and
employer attitudes on the skill set requirements for professional accountants.

Paper 4. Should emotional intelligence be developed in university accounting programs?
Results from an investigation of graduate and employer attitudes on the skill set
requirements for professional accountants.
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PAPER 1.
Conceptual Paper



A conceptual framework for
Investigating whether university
accounting programs provide the
emotional intelligence (EI) skills an
accounting graduate needs.

Research-in-Progress

Abstract

This paper presents a conceptual framework for investigating whether university
accounting programs provide the emotional intelligence (EI) skills an accounting graduate
needs. Emotional intelligence is the effective awareness, control and management of one's
own emotions, and those of other people. Theories of emotional intelligence assert that El is
more important than cognitive ability or technical expertise in predicting managerial
success - even in the accounting field. As a result there has been considerable debate about
the need for accounting graduates to develop EI skills in their university accounting
programs so they are better prepared for a career in the accounting profession. While this
area has been widely researched, there has been an underutilization of theory in the existing
studies. This descriptive research study will use the theoretical framework of the neo-
correspondence theory to investigate the attitudes of accounting graduates and accounting
employers about the importance of El skills for a career in professional accounting and
whether these skills are sufficiently covered in university accounting programs. The neo-
correspondence theory is derived from the correspondence theory of education which
emphasizes the connection between higher education student experience and the workplace.
This research has the opportunity for contribution to theory and practice with potential
significant implications for the design of university accounting programs.

Keywords: accounting education, emotional intelligence, neo-correspondence theory, non-
technical skills
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Introduction

Accounting research has historically focused on technical subject areas with less emphasis on
behavioural questions. However, in recent times, there has been more consideration given to
the “emotional skills" and their value for professional accountants (Akers and Porter, 2003;
Jones and Abraham, 2008; Kermis and Kermis, 2010; McPhail, 2004).

Emotional intelligence (EI) is a concept, rooted in psychology, which has an active connection
to business disciplines. Daniel Goleman has become one of the most cited sources regarding
El (Myers and Tucker, 2005; Rozwell et al., 2001). According to Goleman (1998) emotional
intelligence is a person’s self-awareness, self-confidence, self-control, commitment and
integrity, and a person’s ability to communicate, influence, initiate change and accept change.
The Goleman EI model focuses on how cognitive and personality factors determine workplace
success. In his work with 200 large global companies, Goleman (1998) concluded that "truly
effective leaders are distinguished by a high degree of emotional intelligence"(p.82). More
recent research about leadership in the accounting profession concludes that the most
successful accountants are both technically and emotionally competent (Akers and Porter,
2003; Foley, 2007; Goleman et al., 2002; Kermis and Kermis, 2010; Smigla and Pastoria,
2000; Turner, 2004).

The accounting profession has been transformed in this century as the industry has become
more regulated (e.g. Sarbanes-Oxley Act, 2002), competitive, global, cross-functional and
technology driven (Bolt-Lee and Foster, 2003; Karr, 2005; Kavanagh and Drennan, 2008;
Tatikonda, 2010). Accountants are expected to be more than just number crunchers as their
roles have changed to trusted business advisors. This has meant that the duties of a
professional accountant have broadened to include a wider range of skills normally associated
with managers and competencies such as those encompassed by emotional intelligence (Jones
and Abraham, 2008; Kermis and Kermis, 2010; Siegel et al., 2010a).

Even when the traditional role of a professional accountant is examined, there are still
concerns about the skills required today. Professional accountants are trained to "protect the
public's interest" and this duty is often viewed as being the core of the profession™s mandate
(Brooks, 2007). Many argue that since the Enron, World Com and Arthur Andersen scandals
there has been a rededication to the public interest with this being the primary duty of the
professional accountant (Brooks, 2007; Karr, 2005; Siegel et al., 2010a). Some contend that
professional accountants must develop character traits - like those that comprise emotional
intelligence—so they can meet the public's expectations (Brooks, 2007; Jones and Abraham,
2008). The critical issue is whether these skills are currently being developed in traditional
university accounting programs.

Historically, the accounting field has always attracted bright students (Bay and McKeage,
2006; Esmond-Kiger et al., 2006). However, given the growing recognition of the value of
emotional skills, it is argued that being “intelligent” in the traditional sense may not be enough
for accounting graduates today (Albrecht and Sack, 2000; Bay and McKeage, 2006). Several
studies have found that while accounting students possess higher GPAs than their non-
accounting business school counterparts, they self report lower levels of EI and rank these
skills lower in importance than technical skills (Bay and McKeage, 2006; Cook et al., 2011;
Esmond-Kiger et al., 2006; Visser et al., 2010).

Consequently, many researchers have concluded that accounting educators are focusing too
much on technical skills while employers want to hire graduates with good non-technical skills
as well (French and Coppage, 1999; Kavanagh and Drennan, 2008; Usoff and Feldmann,
1998). Several researchers in the accounting education field purport that there is a significant
gap between what accounting students are taught and what practicing accountants do (AAA,
1986; Albrecht and Sack, 2000; Bui and Porter, 2010; Jackling and DelLange, 2009; Karr,
2005; Kavanagh and Drennan, 2008; Pan and Perera, 2012; Siegel et al., 2010a; Tatikonda,
2010).

The relationship between higher education and the business community has been studied
previously. The neo-correspondence theory asserts that higher education institutions should
consider employer expectations and align the curriculum accordingly (Gintis, 1971; Saunders
and Machell, 2000). This theoretical framework will provide the context for the investigation
of whether Canadian university accounting programs provide the emotional intelligence skills
accounting graduates need for success as professional accountants. The neo-correspondence
theory has only been applied once in an accounting education context (Pan and Perera, 2012)
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and never in the area of emotional intelligence. The emotional intelligence field, in general, is
still relatively young and thus this research study can make a contribution to both theories.

This paper will first provide a discussion of the theoretical foundations for the research study
which will include an overview of emotional intelligence theory and the neo-correspondence
theory. A literature review will be provided next, followed by presentation of a conceptual
framework which proposes several hypotheses for the study. Finally, the last section of the
paper provides some concluding remarks on the proposed research study.

Theoretical Foundations

As part of the literature and theoretical review for the research study, a rigorous analysis of the
50 most significant studies over a 30 year period in the research area was conducted. This
analysis provided insights into the types of studies completed in the research field. One of the
significant observations about the research base is that 76% of the studies reviewed did not
have a theoretical foundation. Of the studies that did 14% were based on emotional
intelligence theory while the other 10% were one-offs (e.g. Case Study, Grounded Theory,
SERVQUAL, and Neo-Correspondence Theory). These findings are consistent with the results
of reviews of higher education research where there have been criticisms of the extent of
theory use (Tight, 2004) and the type of theory use (Haggis, 2009).

This study will draw on two main theories that will be discussed in the next two sections of the
paper.

Emotional Intelligence Theory

The concept of El was first conceptualized by Salovey and Mayer (1990) as a form of social
intelligence "that involves the ability to monitor one's own and others' feelings and emotions,
to discriminate among them and to use this information to guide one's thinking and
actions"(p. 189). Daniel Goleman (1995; 1998; 2000) built on the concepts of Salovey and
Mayer and broadened their narrow concept of El to include four constructs: self-awareness,
self management, social awareness and relationship management. These four main constructs
each contain a set of emotional competencies and this conceptualization of El (as summarized
in Table 1) will be used in this study.

Table 1: The Emotional Intelligence Framework (Source: Goleman et al., 2002,
p.253-256)

Personal Competence

Social Competence

Self Awareness

emotional self-awareness
accurate self- assessment
self confidence

Social Awareness

empathy
organizational awareness
service

Self-Management

self-control
transparency
adaptability
achievement
initiative
optimism

Relationship Management

inspiration
influence
developing others
change catalyst
conflict management
teamwork and collaboration
building bonds

In this model the assignment of competencies to a construct is not random and the
relationship is such that the groupings are synergistic (Goleman et al., 2002). The major
assumption of Goleman’s El theory is that these emotional competencies are not innate but
are learned capabilities that must be developed to achieve exceptional performance (Goleman,
1995; 1998). Goleman also contends that individuals are born with general emotional
intelligence that determines their potential for learning specific emotional competencies
(Goleman et al., 2002).
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While the EI construct has been validated by many researchers (Antonakis et al., 2009;
Ashkanasy and Daus, 2005; Carmeli, 2003; Davidson et al., 2000; Gardner and Stough, 2002;
Roberts et al., 2002; Rozwell et al., 2001; Zeider et al., 2009), the theory of EI will not be
directly tested in the proposed research project (i.e. the EI of key stakeholders will not be
measured). Many studies of emotional intelligence in accounting education have already
shown that the EIl of recent accounting graduates is comparatively low (Bay and McKeage,
2006; Cook et al., 2011; Esmond-Kiger et al., 2006; Visser et al., 2010). This study will
examine the attitudes of accounting graduates and accounting employers about the coverage
of EIl in university accounting programs and the importance of El skills in the accounting
workplace. Thus, instead of students being the primary focus, the study concentrates on
graduates and employers and the accounting workplace. Hence, the use of a theoretical
framework that examines the alignment of higher education institutions to the workplace is
required.

Neo-Correspondence Theory

The correspondence theory was first introduced by Herbert Gintis (1971) to address issues in
higher education. The correspondence theory contends that "the values, norms, structures,
processes and dynamics of schooling mirror those found in bureaucratically and hierarchically
patterned economic organizations" (LaBrecque, 1978, p.194). The correspondence theory was
developed further by Gintis (1972) and several other researchers (Bowles and Gintis, 1976;
Carnoy and Levin, 1976; Giroux, 1980; Grubb and Lazerson, 1975). As Bowles and Gintis note
"the social relationships of education - the relationships between administration and teachers,
teachers and students, students and their work - replicate the hierarchical division of labour"
(1976, p. 131). At its core was the notion that the social relations between teachers and
students will produce socialized work habits and attitudes - referred to as the "hidden
curriculum™ (Nicolescu and Paun, 2009).

The neo-correspondence theory evolved from the correspondence theory and challenged the
notion of the "hidden curriculum”. Developed by Saunders and Machell (2000) the neo-
correspondence theory promotes an “explicit or link curriculum™ which fosters
correspondence between higher education and the workplace. The main focus of the neo-
correspondence theory is how higher education institutions should react to the requirements
of employers who want graduates with a certain range of skills. As noted by Saunders and
Machell (2000),"employers tend to place a high value on social skills, attitudes, motivation,
broad knowledge and flexibility in recruiting graduates ... in other words according to this
theory, higher education should provide experiences that rehearse the operability of social and
organizational context in which traditional intellectual capacities were intended to
display"(p.20)

Nicolescu and Paun (2009) used the neo-correspondence theory to examine graduate
expectations and employer requirements in Romania. They investigated the opinions and
perceptions of employers of graduates of the Academy of Economic Studies and hypothesized
that "both students and employers require from higher education the development of similar
skills and abilities, such as technical skills, communication skills, problem-solving skills,
etc."(Nicolescu and Paun, 2009, p.20). The researchers concluded that both graduates and
employers "value more the acquisition of general and social skills, attitudes, and broader
abilities than narrowly specific knowledge"(p.29).

As previously noted, the neo-correspondence theory has been used in accounting education
research only once. Pan and Perera (2012) examined the market relevance of university
accounting programs in Australia to determine whether employers believe that accounting
graduates have the required market knowledge, skills and competencies. Their conclusion was
that existing university accounting programs may not always meet market expectations and
further work should be done on how the discrepancies between university accounting
programs and market expected knowledge and skills can be reconciled. These findings create
an opportunity for the proposed research project to make a contribution to practice by
addressing a potential lack of correspondence between university accounting programs and
the accounting workplace.

These findings and the premise of emotional intelligence theory were taken into consideration
in the conceptualization of the research topic. The other significant foundation of the study’s
conceptual framework, the literature review, will now be presented in the next section of the

paper.
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Overview of Literature Review

In this four - part section a detailed review of the literature in the research field will be
discussed. This includes reviews of accounting education reform, non-technical skills in
accounting education, emotional intelligence in accounting education and gaps in accounting
education.

Review of Accounting Education Reform

The criticisms of accounting education have been debated for over 50 years with many
suggestions on how the curriculum should change (Bolt-Lee and Foster, 2003; Gordon and
Howell, 1959). One of the earliest large scale studies in accounting education was
commissioned by the American Accounting Association (AAA) in 1986. The AAA created “The
Committee on the Future Structure, Content, and Scope of Accounting Education” (The
Bedford Committee) which called for a broader role for accounting education. As noted in the
final report of the Bedford Committee, "a growing gap exists between what accountants do
and what accounting educators teach ... accountants who remain narrowly educated will find it
more difficult to compete in an expanding profession" (Albrecht and Sack, 2000, p.2). The
Bedford Committee Report was one of the first to champion the idea that the prerequisites for
professional accounting success were broader than just technical skills. The report emphasized
that future professional accountants need lifelong learning skills and interpersonal skills
(Bolt-Lee and Foster, 2003).

In 2000, the major supporters of accounting education research in the United States joined
forces to sponsor one of the most significant studies of university accounting education. The
research was conducted by university accounting professors Steve Albrecht and Robert Sack
and their report titled, Accounting Education: Charting the Course through a Perilous
Future, is regularly cited by accounting education researchers. One of the major findings of
the Albrecht and Sack (2000) report, which was quite controversial, was that the accounting
profession believes the accounting education model is broken and obsolete. Albrecht and Sack
observed that university accounting programs were focusing too much on technical content
and not enough on skills development (e.g. critical thinking, communication, interpersonal
skills) - skills that accounting students need to become successful professional accountants. As
they noted "if those problems are not seriously addressed and overcome, they will lead to the
demise of accounting education” (2000, p.1).

The last comprehensive study of accounting education took place in 2009 in Australia by the
Australian Learning and Teaching Council. The report, Accounting for the Future: More Than
Numbers, discussed the changing skill set required of professional accounting graduates. The
study emphasized the importance of non-technical skills in accounting graduates and
identified communication, teamwork and self management as the most desirable by
employers in large organizations (Hancock et al., 2009a; 2009b; 2009c). The other
interesting observation of this study was that the skills deemed most lacking in accounting
graduates by stakeholders and impeding career advancement were communications and
problem solving (Hancock et al., 2009a; 2009b; 2009c).

These various studies, commissioned by professional and governmental accounting bodies,
did formalize a set of desired skills for accounting graduates. Bui and Porter (2010, p.26)
summarized these skills as follows:

e functional competencies (e.g. technical accounting expertise);

e broad business competencies (e.g. general business skills); and

e personal competencies (e.g. communication, leadership and interpersonal skills and
an ability to adapt to change).

The functional and broad business competencies are normally core to university
accounting/business programs. These areas are often seen as the "technical skills" and are
usually not debated in the accounting education literature. This study will view technical skills
as these functional and broad business competencies and non-technical skills as the personal
competencies identified above. The tension in the research area is with the personal
competencies. Hence, the next section of the paper will review the literature around the non-
technical skills in accounting education.
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Review of Non-technical Skills in Accounting Education

While there has not been a comprehensive study of accounting education commissioned by a
major organized stakeholder group since 2009, there has been considerable individual
research on the non-technical skills required of accounting graduates for success as
professional accountants.

Many researchers have studied the attributes of accounting graduates most valued by
employers. Even as early as 1979 it was acknowledged that communication skills were ranked
as more important than technical skills by accounting employers (Estes, 1979). Similarly
Andrews and Koester (1979) concluded that employers and new accounting graduates had
different perceptions about the communication skills necessary in a professional accounting
career. Since then many researchers have repeatedly argued that all business students should
develop non-technical skills for career success

(Aiken et al., 1994; Borzi and Mills, 2001; Deppe et al., 1991; Feldmann and Usoff, 2001;
Jones and Sin, 2005; Lee and Blaszczynski, 1999; Novin and Tucker, 1993; Radar and
Wunsch, 1980).

Research has shown that accounting students specifically are often perceived as having poor
communication skills as compared to other business students (Andrews and Sigband, 1984;
Gingras, 1987; Hassall et al., 2005; Novin et al., 1990). Zaid and Abraham (1994) found that
accounting graduates experience communication-related problems in early employment and
over 50% of both employers and graduates perceived these problems to be a consequence of
the accounting curriculum.

In the United States, Simons et al. (1995) surveyed employers and found that drive,
motivation, teamwork, oral communication skills, enthusiasm and interpersonal sensitivity
were the most desired attributes. In a study by Hassall et al. (2005) employers in the UK and
Spain revealed that the most valued non-technical skills for accounting graduates were
teamwork, organizational, communication and time management. Kavanagh and Drennan
(2008) studied the perceptions of students and the expectations of employers about the skills
and attributes important for career success. Their work showed that both students and
employers believed that non-technical skills are important for career success and are not being
adequately developed in university accounting programs (Kavanagh and Drennan, 2008).

In 2006, De Lange et al. and Carr et al. studied accounting graduates in Australia and New
Zealand respectively. In the research conducted by De Lange et al. (2006), the accounting
alumni surveyed noted that interpersonal and oral communications skills were important for
their positions after graduation but were not emphasized as part of the accounting program in
university. Similarly, Carr et al. (2006) found that the non-technical skills identified as being
most important by accounting alumni were communication and professionalism.

Research by Kavanagh et al. (2009) in Australia found that employers value a diverse range of
non-technical skills such as communication and presentation, self management, team work,
initiative and organizing skills. The researchers also found that employers will use non-
technical skills as a differentiator when evaluating accounting graduates and will hire
graduates who have displayed strength in these areas. Tempone et al. (2010) and Stivers and
Onifade (2011) reached similar conclusions about the importance accounting employers
placed on non-technical skills for career advancement.

Jones and Abraham (2008) surveyed final year accounting students, accounting practitioners
and accounting academics in Australia to determine perceptions about the current role of
professional accountants. The researchers found that accounting practitioners placed greater
emphasis on personal skills and community attitudes while accounting academics strongly
valued academic results and students' ability to learn (Jones and Abraham, 2008). The
accounting students’ considered performing the traditional accounting tasks as the most
important (Jones and Abraham, 2008). This is similar to the findings of Rebele (1985) who
found that current accounting students value technical skills more than non-technical skills.

Finally, Jackling and DelLange (2009) investigated whether accounting graduates' skills meet
employers' expectations in Australia and found that the greatest areas of skill divergence for
employers were for team skills, leadership potential, verbal communication and interpersonal
skills. Their recommendation was that technical accounting skills should be taught by
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professional accounting bodies while universities should focus on the development of generic
skills.

Inherent in much of this research on the non-technical skills of accounting students is an
identification of skills now referred to as emotional intelligence skills. Daff et al. (2012)
compared the non-technical or generic skills requirements of professional accounting
education programs with the competencies of emotional intelligence. Daff et al. (2012) used
the generic skills component of the Certified Public Accountant (CPA) professional accounting
program in Australia as the frame of reference. It is noted that this generic skill framework is
similar to the frameworks of the CPA program in the United States and the Chartered
Accounting (CA) program in Canada and include competencies such as appreciative, personal
and interpersonal skills (Bolt-Lee and Foster, 2003; Bui and Porter, 2010; CICA, 2012; ICAA
and CPA, 2009).

Daff et al. (2012) found that only four generic skills were not specifically covered in the El
framework. These were: think and act independently, think creatively, listening effectively and
knowing what questions to ask. Daff et al. (2012) were more concerned with the significant
components of El that were overlooked in the generic skills frameworks of accounting
programs. Table 2 is a reproduction of Goleman's Emotional Intelligence Framework that was
presented in Table 1. Table 2 shows which El competencies Daff et al. (2012) found were not
covered in the generic skills frameworks of professional accounting programs.

Table 2: The Emotional Intelligence Framework (Source: Goleman et al., 2002,
p.253-256)

Personal Competence Social Competence
Self Awareness Social Awareness
* emotional self-awareness * empathy
accurate self- assessment * organizational awareness
* self confidence *service
Self-Management Relationship Management
* self-control * inspiration
transparency influence
adaptability * developing others
achievement change catalyst
initiative conflict management
optimism teamwork and collaboration
*building bonds

* El skills not covered in generic skills frameworks of professional accounting programs

Daff et al. (2012) concluded that the current focus on non-technical skills in accounting
programs is missing critical dimensions of El and these competencies are important for
success in the accounting profession. The specific literature around emotional intelligence in
accounting education will now be reviewed.

Review of Emotional Intelligence in Accounting Education

The ancient Greek philosopher Plato linked learning and emotion in one of his famous quotes
- "All learning has an emotional base" (Esmond-Kiger et al., 2006). A comprehensive search of
the literature concerning emotional intelligence in accounting education revealed that there
was no focused research done in this area before 2002. The emphasis of emotional intelligence
as a critical skill for accountants was explored by Goleman et al. (2002) in a study of a large
public accounting firm. This research showed that partners with strong self management and
social skills achieved a 390% incremental profit annually, compared to a 50% incremental
profit achieved by partners with significant analytical skills (Goleman et al., 2002).

The traditional accountant is typically viewed as independent, objective and neutral. Thus, it
would appear that being "emotional” would be beyond the scope of accountant (McPhail,
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2004). There has been, however, a growing interest in the role of emotion in accounting (Cook
et al., 2011; Daff et al., 2012). McPhail's research of Scottish accounting students taking an
ethics course revealed that emotion was an adequate and trustworthy base for making a
business decision (2004). Furthermore, McPhail's work concluded that accountants should be
encouraged to make decisions based on their feelings and in order to do this effectively they
must have well developed emotional intelligence skills (McPhail, 2004).

Chia's (2005) work with multinational public accounting firms found that the number of
subsequent job interviews for accounting graduates is affected by both the number of initial
job interviews as well as the level of a graduate's El. Also, this research found that the number
of final job offers is affected by the accounting graduate's level of EI and both the number of
initial and subsequent job interviews. The results indicate the relevance of El in the job search
process and the importance of including El in university accounting programs to more
effectively enhance the job placement of accounting graduates.

Esmond-Kiger et al. (2006) studied EIl in university business students in the United States
and their results showed that non-accounting majors had significantly higher levels of El than
accounting majors. These researchers called for the incorporation of emotional intelligence
skills into the university accounting curriculum. The research conducted by Jones and
Abraham (2008) investigated whether accounting students were provided with opportunities
to develop El and if promoting EI would enable students to acquire the skills desired by the
professional work environment. Their research found that academics that had worked in a
professional practice environment exhibited higher levels of El than those who had not.
Further, they concluded that academics with higher levels of EI are more likely to encourage
El development in their students (Jones and Abraham, 2008).

Wells et al. (2009) found that emotional intelligence, as represented by personal and
interpersonal capabilities, was more significant than professional skills for accounting
graduates in their early years of employment. Manna et al. (2009) studied the perceptions of
academics and practitioners in the United States about the need for accountants to possess
emotional intelligence. This research found that academics did not view emotional intelligence
as important as practitioners and do not incorporate emotional intelligence into their courses.
Similarly, Kermis and Kermis (2010) concluded that certain dimensions of emotional
intelligence have been found lacking in the new hires of accounting graduates and identify
these as: "discretion, independence, patience, work ethics, soft skills, empathy and
relationship building” (p.3).

Cook et al. (2011) examined the emotional intelligence of over 400 accounting and liberal arts
students in Canada, South Africa and the United States and found that accounting graduates
may need a high degree of resilience to cope with the demands of a career in accounting. These
researchers concluded that “our students lack a skill that accounting practitioners and other
potential employers believe is important. On average, accounting students in the three schools
do not possess a level of EI that would qualify them as competent in this skill” (Cook et al.,
2011, p.278-279).

The theme of the research, reviewed in the previous three sections, is that there appears to be
a gap between what accounting students are taught in university and what accounting
employers value. The next section of the paper will explore these gaps in accounting education
further.

Review of Gaps in Accounting Education

Over the years accounting education researchers have identified several "gaps" in accounting
education. Many of these gaps are similar in nature and are summarized in Table 3.
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Table 3: Studies on Gaps in Accounting Education

Gap Description Author(s) Country
Preparation Gap The researchers identified a Siegel and USA
preparation gap between Sorensen (1994)

corporate needs and
accounting students' skills
and knowledge

Preparation Gap A review of the curriculum Richardson (2005) | Australia
requirements for entry-level
management accountants
from the perspective of
employers was found to have

gaps.

Skills Gap Accounting students lack Milner and Hill UK
communication and problem | (2008)
solving skills expected by
employers.

Synchronization Gap | Accounting curricula does Siegel et al. USA
not match market demands (2010a)
as most undergraduate
courses have remained
unchanged for 25 years.

Expectation- There is a perceived gap Bui and Porter New Zealand
Performance Gap between the expectations of (2010)
accounting employers and
their perception of the
competencies accounting
students should have.

These existing studies focus on describing the perceived gap but they offer very few
suggestions for reconciliation. Also, a gap in accounting education with respect to the coverage
of emotional intelligence skills has never been studied. Thus, the current study has an
opportunity to investigate a potential emotional intelligence gap and offer recommendations
for improvement.

Concluding Remarks - Theoretical Foundations and Literature Review

While there has been a considerable amount of research conducted in the subject area of the
research project, the field is still far from mature and it is dominated with contributions from
the United States and Australia. Consequently, the literature review did reveal that there are
some opportunities for both an academic and practical contribution, particularly in a
Canadian context.

Conceptual Framework

As noted by Miles and Huberman (1984), the conceptual framework is intended to be "the
current version of the researcher's map of the territory being investigated” (p.33). It is also
known as a conceptual model or theoretical framework (Sekaran, 2003). The conceptual
framework is viewed as being an essential prerequisite for the research exercise (Leshem and
Trafford, 2007).

Based on the literature review and the theoretical discussions, the following conceptual
framework and hypotheses have been developed for this research project:
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A study of employer and graduate attitudes about whether university
accounting programs provide the emotional intelligence (EI) skills accounting
graduates need.

The attitudes of
accounting employers
about emotional
intelligence skills

GAP - - - GAP
1 Unlvers_lty Professm_nal >
(H2) accounting Correspondence accounting (H3)
programs workplace

H1
The attitudes of
accounting graduates
about emotional
e intelligence skills )

Figure 1: Conceptual Framework

H1: Accounting employers and graduates expect correspondence between the skills covered in
university accounting programs and those required in the accounting workplace.

H2 - There is a gap between the attitudes of accounting employers and graduates about the
coverage of emotional intelligence skills in university accounting programs. (Gap 1)

H3 - There is a gap between the attitudes of accounting employers and graduates about the
importance of emotional intelligence skills required in the professional accounting workplace.
(Gap 2)

The first hypothesis is based on the neo-correspondence theory and predicts that both
accounting graduates and employers expect correspondence between the skills covered in
university accounting programs and those required in the accounting workplace. The other
hypotheses focus specifically on emotional intelligence skills and are based on the literature
review completed for the study. The second hypothesis predicts that employers believe that
emotional intelligence skills should be covered in university accounting programs while
accounting graduates do not believe that emotional intelligence skills are or should be covered
in university accounting programs. It is also anticipated that the third hypotheses will be
proven in that that accounting graduates do not believe that emotional intelligence skills are
as important for a career in professional accounting as accounting employers do.

It is noted that all of these hypotheses are descriptive. Descriptive hypothesis contain only one
variable and typically state the existence, size, form, or distribution of some variable (Cooper
and Schindler, 2011). The following advantages of the descriptive hypotheses are noted by
Cooper and Schindler (2011): (1) “it encourages researchers to crystallize their thinking about
the likely relationships to be found; (2) it encourages [researchers] to think about the
implications of a supported or rejected finding; and (3) it is useful for testing statistical
significance" (p.63).

The conceptualized research project is a descriptive study which is widely used in educational
research (Gay et al., 2006; McMillan and Schumacher, 2001). Descriptive research is used to
study achievement, attitudes, behaviours, preferences, concerns, interests or other
characteristics of a group of subjects (Gay et al., 2006; McMillan and Schumacher, 2001).
Descriptive research is essential in many situations and is particularly valuable when an area
is first investigated (McMillan, 2004). This point is very relevant to the proposed descriptive
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study as the attitudes of accounting graduates and employers about the importance of
emotional intelligence skills have never been studied from the perspective of the neo-
correspondence theory.

It is acknowledged that the findings for a descriptive study will not prove a causal relationship.
Consequently some question the worthiness of descriptive research and refer to it as
"intelligence gathering” (Phillips and Pugh, 2005). However, it should be noted that an
important feature of a descriptive study is that some of the evidence collected might lead to
causal investigations. For example, in the proposed study - what causes accounting employers
to have the attitudes they have about emotional intelligence? Or what causes accounting
graduates to have the attitudes they have about the importance of emotional intelligence for
their future careers? As noted by Sekaran (2003), descriptive studies that present data in a
meaningful form help to: (1)"understand the characteristics of a group on a given situation;
(2) think systematically about aspects in a given situation; (3) offer ideas for further probe and
research; and (4) help make [management] decisions" (p.122). This proposed descriptive
research study has the potential to provide the foundation for many future studies in the
accounting education research area.

The conceptual framework proposed in this paper will be used to study the attitudes of
accounting graduates and accounting employers in the Canadian context, specifically in
Atlantic Canada (the four most eastern provinces in Canada). This region contains ten
universities and the graduates of these schools who pursue the CA program are all students of
the Atlantic School of Chartered Accountancy (ASCA - the regional institution that delivers the
professional CA program in Atlantic Canada). These 500 university accounting graduates (or
ASCA students) and the 100 CA employers in Atlantic Canada comprise the sampling frame
for the study. There are three other regional institutions in Canada, like ASCA, that deliver the
CA program to Canadian accounting graduates in other Canadian provinces (e.g. the western
provinces, Ontario and Quebec). Thus, this study will provide results that are relevant and
comparable in the Canadian context.

Given the influence of national and regional professional accounting bodies on the content of
university accounting courses, it is acknowledged that this research study has to be cognizant
of that intricate affiliation. While the CICA and ASCA are not noted in the current conceptual
framework diagram, the involvement of these stakeholders in the research study has been
considered. Depending on the results of the surveys of the accounting graduates and
accounting employers, consultation with the appropriate officials at the CICA and ASCA can
be arranged and incorporated into the research study.

Conclusion

The accounting profession has been transformed in this century due to many external factors.
As a result there has been "a positive paradigm shift within the profession that increases the
importance given to non-technical skills and to put these skills on a level with technical skills"
(Foley, 2007, 52). More specifically, technical expertise is how viewed as baseline in the
accounting profession while emotional intelligence is seen as the secret to career success
(Foley, 2007; Goleman, 2000; Smigla and Pastoria, 2000). This is concerning given that
universities are being criticized for producing accounting graduates who are too theoretical
and not "work ready" (Howieson et al., 2010; Kavanagh et al., 2009; Siegel et al., 2010b). For
these reasons this issue is of great importance to accounting graduates, employers and
universities.

Even in the best of economic times university resources are scarce and thus should be utilized
in the most relevant and efficient manner. If the value proposition of the accounting programs
at universities is in question will the best and bright students opt for other degree programs?
Accounting faculties would then have less qualified students and reduced resources (Albrecht
and Sack, 2000; Karr, 2005). Some claim that if accounting education is not viewed as
relevant for today's business world professional accountants will lose their competitive edge
and vitality in the marketplace (Brooks, 2007). If there are perceived gaps in university
accounting programs, proposals for change are required. Thus, there is an opportunity for the
proposed research study to make meaningful recommendations for practice.

In addition to a practical role, this research study will be relevant for the academic community
through a descriptive contribution to the theories of emotional intelligence and neo
correspondence. The emotional intelligence field is still relatively new and the neo-
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correspondence theory has never been used in an emotional intelligence context before.
Overall, this research agenda has meaning in the accounting education research field, the
professional accounting workplace and in the university accounting classroom.
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Research-in-Progress

Abstract

This paper presents a research methodology for investigating graduate and employer
attitudes on the skill set requirements for professional accountants and specifically whether
university accounting programs provide the emotional intelligence (EIl) skills an accounting
graduate needs. Emotional intelligence is the effective awareness, control and management
of one's own emotions, and those of other people. Theories of emotional intelligence assert
that El is more important than cognitive ability or technical expertise in predicting
managerial success - even in the accounting field. As a result there has been considerable
debate about the need for accounting graduates to develop EIl skills in their university
accounting programs so they are better prepared for a career in the accounting profession.
This study will use the theoretical framework of the neo-correspondence theory, which
emphasizes the connection between higher education student experience and the workplace,
to investigate the attitudes of accounting graduates and accounting employers. The research
study is positioned with a positivist world view and will utilize a deductive quantitative
approach. The primary research technique will be surveys of accounting graduates and
accounting employers. This research has the opportunity for contribution to theory and
practice with potential significant implications for the design of university accounting
programs.

Keywords: accounting education, emotional intelligence, non-technical skills, research
methodology
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Introduction

This paper will present a research methodology for investigating graduate and employer
attitudes on the skill set requirements for professional accountants and specifically whether
university accounting programs provide the emotional intelligence (EIl) skills an accounting
graduate needs.

During the last 35 years there have been many studies (AAA, 1986; Albrecht and Sack, 2000;
Carr et al., 2006; De Lange et al., 2006; Deppe et al., 1991; Estes, 1979; French and Coppage,
1999; Hancock et al., 2009; Kavanagh and Drennan, 2008; McPhail, 2004; Pan and Perera,
2012; Richardson, 2005; Siegel and Sorensen, 1994; Usoff and Feldmann, 1998) regarding the
desired skills for accounting students. While the professional accountant’s role comprises both
technical and nontechnical skills, these studies concluded that nontechnical skills (e.g.
communication, leadership, team work) are extremely important in the accounting profession
and should be integrated more into university accounting programs.

Since 2002, most of the research on the nontechnical skills of accounting students has
specifically focused on emotional intelligence skills (Cook et al., 2011; Esmond-Kiger et al.,
2006; Myers and Tucker, 2005; Visser et al., 2010). The concept of EI was first conceptualized
by Salovey and Mayer (1990) as a form of social intelligence "that involves the ability to
monitor one's own and others' feelings and emotions, to discriminate among them and to use
this information to guide one's thinking and actions"(p. 189). Daniel Goleman (1995; 1998;
2000) built on the concepts of Salovey and Mayer and broadened their narrow concept of El
to include four constructs: self-awareness, self management, social awareness and
relationship management. These four EI constructs each contain a set of emotional
competencies (with a total of 19 competencies across the four constructs).

Goleman was the first to extend the concept of El to the business world and his research has
concluded that "truly effective leaders are distinguished by a high degree of emotional
intelligence"(1998, p.82). More specific research about leadership in the accounting
profession has found that the most successful accountants are both technically and
emotionally competent (Akers and Porter, 2003; Goleman et al., 2002; Kermis and Kermis,
2010; Turner, 2004). Given Goleman's work in a business context, and specifically the
accounting field, this conceptualization of EL underlies the current study. It is noted that most
of Goleman's work does focus on mid to late career professionals and as such there is
opportunity to investigate the value of El for entry level accounting graduates.

The accounting profession has been transformed in this century as the industry has become
more regulated (e.g. Sarbanes-Oxley Act, 2002), competitive, global, cross-functional and
technology driven (Bolt-Lee and Foster, 2003; Karr, 2005; Tatikonda, 2010). In the last
decade, professional accountants have seen "a positive paradigm shift within the profession
that increases the importance given to people skills and to put these skills on a level with
technical skills"(Foley, 2007, p. 52). Technical expertise is now viewed as baseline in the
accounting profession while emotional intelligence is seen as instrumental to career success
(Goleman, 2000; Smigla and Pastoria, 2000). Universities are regularly being criticized for
producing accounting graduates who are too theoretical and not "work ready" (Howieson et
al., 2010; Siegel et al., 2010). Consequently, while many researchers have concluded that there
is a gap between the skills accounting students develop in university and what accounting
employers value, there has not been a specific focus on a potential emotional intelligence gap.

The neo-correspondence theory asserts that higher education institutions should consider
employer expectations and align the curriculum accordingly (Gintis, 1971; Saunders and
Machell, 2000). This theoretical framework provides the context for the investigation of
whether university accounting programs provide the emotional intelligence skills that
accounting graduates need for success as professional accountants. The neo-correspondence
theory has only been applied once in an accounting education context (Pan and Perera, 2012)
and never in the area of emotional intelligence.

The proposed title of the current research study is:

Graduate and employer attitudes on the skill set requirements for professional
accountants: Should emotional intelligence be covered in university accounting
programs?
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The research questions for the study are:

1. What technical and nontechnical skills are viewed as important by accounting graduates
and employers in the accounting workplace?

2. To what extent have these technical and nontechnical skills been developed in university
accounting graduates?

3. Where do accounting graduates and employers believe that accounting graduates should
develop these technical and nontechnical skills?

The technical skills are included in the scope of the study given their importance in university
accounting programs and professional accounting practice. For example, the competency
maps for professional accounting programs include the desired complete skill set (technical
and nontechnical skills) for professional accountants (AICPA, 2012; CICA, 2012; ICAA and
CPA, 2009). Consequently, questions about technical skills are included in the surveys for the
current study because it is important that respondents express their opinions about
nontechnical skills within the framework of the perceived complete skill set for professional
accountants. If the technical skills were excluded from the study, a critical context might be
lacking. This is also important given that the study is concerned with the correspondence
between higher education and the workplace. Finally, as the study aims to make a contribution
to practice, in particular to university accounting programs, it was essential that technical
skills be included given their prominence in the accounting curriculum.

As noted earlier, the tension between technical and nontechnical skills in university
accounting programs and their perceived value in the workplace has been well established in
the literature. The correspondence between university accounting programs and the
accounting workplace, with respect to emotional intelligence skills, is not as well documented.
Thus, the following specific hypotheses have been developed for testing based on the literature
review:

H1 - There is a gap between the attitudes of accounting employers and graduates about the
importance of emotional intelligence skills required in the accounting workplace.

H2 - There is a gap between the attitudes of accounting employers and graduates about the
extent of the development of the emotional intelligence skills of accounting graduates.

H3: Accounting employers and graduates expect correspondence between the emotional
intelligence skills seen as important in the accounting workplace and those covered in
university accounting programs.

In keeping with the traditional definition of research methodology, the paper will first discuss
the philosophical assumptions upon which the research is based and the implications of these
for the research design adopted. A review of the methodological research in accounting
education will be provided next, followed by an overview of the research design for the study.
The more specific aspects of questionnaire design, sampling strategy, general administration
of the study, and validity and reliability will then be discussed. Finally, the last sections of the
paper address the study’s limitations and provide some concluding remarks on the research
methodology for the study.

Research Philosophy

The scheme for analyzing assumptions about the nature of social science, as developed by
Burrell and Morgan (1979), provided an excellent framework for the philosophical appraisal of
the current study. For the four main categories of assumptions, there is a continuum with
"pure" versions at each extreme. Most management researchers adopt some "middle ground"
with respect to developing research methods (Easterby-Smith et al., 1991). Thus, while the
research study may be presented in a pure manner, it is acknowledged that in practice a less
extreme position will likely result.

In terms of ontology, or assumptions about the nature of reality, the research study is based
in realism, which contends that the social world is a real world with an existence as concrete as
the natural world (Blaikie, 1993; Burrell and Morgan, 1979). This is very aligned with the
epistemology (assumptions about the nature of knowledge) of positivism (Blaikie, 1993;
Burrell and Morgan, 1979). Positivism contends that the social world exists externally and can
be measured objectively with a scientific approach (Adcroft and Willis, 2008; Bryman, 1989).
Some of the main features of the positivist stance include: independence of the observer,
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causality, hypothetic-deductive reasoning, reductionism and generalisation (Easterby-Smith
et al.,, 1991; Holden and Lynch, 2004).

In the assessment of the human nature element of the research, the continuum between
voluntarism to determinism was reviewed. The human nature appraisal relates to
assumptions about the relationship between humans and their environment (Burrell and
Morgan, 1979). At one extreme, voluntarism contends that man is a free spirit and
autonomous (Holden and Lynch, 2004). The opposing extreme view is that of determinism
which contends that man is a responder to the environment. While the study is more aligned
with determinism it is proposed that the less extreme position of man as an adaptor might be
more appropriate (Easterby-Smith et al., 1991).

The final aspect of Burrell and Morgan's assumptions are methodological in nature. This
concerns the nature of the research design and methods (Sarantakos, 2005). The positivist
position is associated with the nomothetic approach that emphasizes scientific rigour in
protocols, methods, testing hypotheses. Consequently, in terms of methodology, the study
follows nomothetic theory.

In summary, the research study will have a realist, positivist, determinist and nomothetic
orientation. There are very direct implications of this philosophical positioning for the
research project design. The positivist approach requires that the researcher be independent
and objective and the methodology to be a highly structured quantitative approach.

A review of the methodological research in the accounting education area will be reviewed in
the next section of the paper.

Review of Methodological Research in Accounting Education

Some authors contend that accounting researchers are not very original and are "parasites
who prey on the work of others to generate their findings" (Brownell, 1995, p.2). As noted by
Smith (2011):

"Accounting researchers have little theory of their own (they rely on economics,
finance, psychology, sociology and organizational behaviour as their major source);
they have no methods of their own (they are all adapted from the natural and
social sciences); and they have few instruments of their own (with many of these
originating or adapted from the organizational behaviour literature" (p.1).

Thus, very little in accounting research is original when it comes to research methodology.
Also, as Smith (2011) notes, "the positivist tradition remains the most popular in the
accounting literature" (p.16). These observations are consistent with the research profile of the
specific area within accounting (i.e. accounting education) being examined in the current
study. A review of 50 studies in the area of nontechnical skills and emotional intelligence in
accounting education educed a number of insights into this field. This resulted from a search
of relevant papers and studies in leading accounting journals (e.g. Journal of Accountancy,
Accounting Education, Critical Perspectives on Accounting) and professional accounting
body publications from 1979 to 2012.

In terms of research methods, 54% of the studies reviewed were quantitative, 24% practically
oriented (e.g. curriculum reviews), 18% mixed methods (mostly quantitative/qualitative) and
4% were qualitative. The summary did reveal that 74% of the studies did not have research
guestions or hypotheses and were descriptive in nature. Of the remaining studies examined,
16% had research questions while 10% had formulated hypotheses.

Similarly, 76% of the studies reviewed did not have a theory base. Of the studies that did 14%
were based on emotional intelligence theory while the other 10% were one-offs (e.g. Grounded
Theory, SERVQUAL, Neo-Correspondence Theory). These findings are consistent with the
results of reviews of higher education research where there have been critics of the lack of
theory use (Tight, 2004) and the type of theory use (Haggis, 2009).

In terms of samples, the most commonly studied stakeholder group is current university
students (26%). Next are employers (18%), curriculum reviews (14%), academics (8%) and
recent accounting graduates (6%). The remaining studies sampled some combination of
students, employers and academics. Approximately 10% of the studies did not use a sample of
some stakeholder group.
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The implications of all these finding were considered in the research design of the current
study, which will be examined in the next section of the paper. This discussion will further
demonstrate the very close relationship of research techniques with the conceptualisation and
philosophical perspective of the study.

Research Design

There are many acceptable definitions of research design. The most common view is that
research design is a framework or blueprint for the collection, measurement and analysis of
data (Bryman, 1989; Cooper and Schindler, 2011).

Within the broad area of research design a distinction is made between research purpose and
research strategy. When considering the purpose of a research project three classifications are
most often found in the literature: exploratory, descriptive and explanatory. Exploratory
studies are conducted in areas where there has been little investigation previously and the
researcher wants to better comprehend the nature of the problem (Sekaran, 2003).
Descriptive studies are "undertaken in order to ascertain and be able to describe the
characteristics of the variables of interest in a situation”(Sekaran, 2003, p.121). Descriptive
studies are usually quantitatively based and serve to help the researcher gain insights into an
individual's perspective on a certain phenomena of interest (Sekaran, 2003). Finally,
explanatory studies establish causal relationships between variables (Saunders et al., 2009).

The current research is a descriptive study - "description of phenomena or characteristics
associated with a subject population [the who, what, when, where and how of a topic]"
(Cooper and Schindler, 2011, p.149). Descriptive research is used to study achievement,
attitudes, behaviours, preferences, concerns, interests or other characteristics of a group of
subjects (Gay et al., 2006; McMillan and Schumacher, 2001).

It is acknowledged that the findings for a descriptive study will not prove a causal relationship.
Consequently some question the worthiness of descriptive research and refer to it as
"intelligence gathering™ (Phillips and Pugh, 2005). Other critics note that descriptive studies
are "superficial" and should not be used to research important problems (Good, 1963).
Descriptive research, however, is essential in many situations and there is merit to this
approach. For example, "descriptive research is particularly valuable when an area is first
investigated" (McMillan, 2004, p. 177). Also, Gay et al. (2006) note that descriptive research is
more detailed and complicated than some critics realize. Normally, descriptive researchers
have to develop their own measuring instrument because questions are being asked that have
not been asked before. All of these points are very relevant to the current study as accounting
graduate and employer attitudes about emotional intelligence have not been previously
studied from the perspective of the neo-correspondence theory. And standardized data
collection instruments do not exist in this research field.

In terms of research strategies for the current study, there are many options (e.g. archival
research, case study, ethnography, experiments, surveys) any of which can be used for
descriptive research proposes. In keeping with the philosophical positioning of the study, the
research strategy selected must be consistent with the positivist approach. Of the research
strategies available, experiments, surveys and archival research are quantitative in nature.
Given that the current study will investigate graduate and employer attitudes, the most
suitable research technique is surveys.

Given the size and geographic distance of both populations, questionnaires are the most
suitable type of survey instrument to use as the primary data collection method. Semi-
structured interviews, while valuable, would not yield the same quantity of data about the two
populations. Questionnaires can obtain data from a large portion of the population in a cost
efficient and timely manner (Bryman, 2004; Bryman and Bell, 2007). Also, the use of a
questionnaire is better suited for standardised questions (Saunders et al., 2009). Self
completed questionnaires are also more convenient for the busy target audience of the study.
In general, surveys are the most used method of data collection in social sciences and
education research and are normally associated with a deductive approach and descriptive
research (Creswell, 2008; Sarantakos, 2005; Saunders et al., 2009). The next section of the
paper will examine the questionnaire design for the current research project.
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Questionnaire Design

Questionnaire design is critical to the success of this type of survey research. "Most criticism of
questionnaires is related not to their use but to their misuse” (Gay et al., 2006, p.163).
Dillman (2007) identifies the following three types of data variables that can be collected
through questionnaires: behaviour, opinion and attribute. Behavioural variables try to capture
what respondents do (Dillman, 2007). The study is designed to assess attitudes and as such
opinion variables are being sought. Attribute variables capture data about the characteristics
of the respondent such as age, gender and education (Dillman, 2007). This would be useful
information to obtain in the proposed questionnaires because attitudes might differ by such
characteristics. This attribute information could also be helpful if a casual element is added to
a follow-up study in the future. Thus, the current study will collect data about attribute and
opinion variables.

Questionnaires have been drafted (see Appendix A) for both groups of survey respondents:
accounting graduates and accounting employers. In general, the questionnaires were based on
the findings from the literature review and some of the questionnaires from the key studies in
this review. For example, the questions asked by Albrecht and Sack (2000), Jones and
Abraham (2008), Kavanagh and Drennan (2008), Pan and Perera (2012) and Richardson
(2005) were reviewed. The current questionnaires particularly built on the work of Kavanagh
and Drennan (2008) who adapted the survey used by Albrecht and Sack (2000) to an
Australian context because it was validated previously in a large study in the United States.

Each questionnaire for the current study has two sections with the opinion variables being
collected in section one and the attributes variables in section two. The attribute or
demographic information was left to the end of the survey because of Dillman's (2007) advice
about the possibility of sensitive items affecting survey completion. In general, in drafting the
questionnaires, great care was taken to structure the questions in an understandable and
uncomplicated manner. As noted by Baker (2003), survey "questions should be simple,
intelligible and clear"(p. 348). Similarly the construction of questions should involve "clarity,
consistency and tact" (Gay et al., 2006, p.11).

Opinion variables will be collected through closed questions (with some response options)
such that a simple yes or no answer cannot be given. Typical measurement scales that can be
used in questionnaires include: nominal, ordinal, interval and ratio. Interval scales are the
most powerful scales of the types because it "taps the differences, the order, and the equality
of the magnitude of the differences on the variable"(Sekaran, 2003, p.188).

Graduate and employer attitudes will be determined using a five point Likert scale. Likert
scales are widely used to assess attitudes and the response categories range between two
extreme points with various points in between (Easterby-Smith et al., 1991; Sarantakos,
2005). Likert scales are usually not difficult to construct or administer (Baker, 2003,
Oppenheim, 1992). They are also widely used in educational research (Creswell, 2008; Gay et
al., 2006). The use of scales were deemed more appropriate than rankings for assessing
attitudes. Oppenheim (1992) noted that scales “provide more precise information about the
respondents’ degree of agreement or disagreement” (p.200). Some of the key studies, (e.g.
Albrecht and Sack, 2000; Jones and Abraham, 2008; Kavanagh and Drennan, 2008; Pan and
Perera, 2012; Richardson, 2005), examined as part of the literature review for the current
study have used questionnaires with Likert scales. Also, on a practical level, the ranking of the
31 skills against one another might be too cognitively difficult for respondents.

In section one of both questionnaires, respondents are asked three main questions (parts A, B
and C) about 30 different skills areas. The formatting in parts A, B and C of section one are
very similar and the respondents will only have to select a box. The skills areas are divided
between nontechnical and technical skills. There are 21 nontechnical skills listed in the
qguestionnaires and 19 of these are the emotional intelligence competencies identified by
Goleman et al., (2002) during the conceptualization of the study. It is noted that the term
emotional intelligence or EIl is not explicitly identified in the survey instruments to counter
any potential acquiescence bias. Instead, the specific emotional intelligence competencies, as
noted below in Table 1, were included in the surveys.



Table 1: The Emotional Intelligence Framework (Goleman et al., 2002, p.253-
256)

Personal Competence Social Competence
Self Awareness Social Awareness
(1) emotional self-awareness (10) empathy
(2) accurate self- assessment (11) organizational awareness
(3) self confidence (12) service
Self-Management Relationship Management
(4) self-control (13) inspiration
(5) transparency (14) influence
(6) adaptability (15) developing others
(7) achievement (16) change catalyst
(8) initiative (17) conflict management
(9) optimism (18) teamwork and collaboration
(19) building bonds

These EI competencies have been studied previously, particularly in an accounting education
context (Daff et al., 2012). Daff et al. (2012) concluded that the current focus on non-technical
skills in accounting programs is missing critical dimensions of EI and these competencies are
important for success in the accounting profession. The other two skills included in the
nontechnical skills area of the questionnaires are oral and written communication skills. These
communication skills were included because prior to 2002 the research around nontechnical
skills in accounting education focused on communication (Aiken et al., 1994; Andrews and
Koester, 1979; Andrews and Sigband, 1984; Estes, 1979; Gingras, 1987; Hassall et al., 2005;
Novin et al., 1990; Rebele, 1985; Zaid and Abraham, 1994). And in more recent studies on the
skill sets for professional accountants, communication skills were included (Kavanagh and
Drennan, 2008; Pan and Perera, 2012; Richardson, 2005).

The technical skills area in the questionnaires are nine skills which are considered important
in the accounting profession. These technical skills (e.g. financial accounting, management
accounting, taxation, audit, finance, strategy and governance, information technology,
analytical and integrative thinking) have been identified in the competency frameworks of the
major professional accounting bodies in Canada, Australia and the United States (AICPA,
2012; CICA, 2012; ICAA and CPA, 2009). They have also been identified and tested in some of
the studies reviewed for this paper (Albrecht and Sack, 2000; Pan and Perera, 2012;
Richardson, 2005). See Appendix B for a summary of the nontechnical and technical skills
used in the survey instruments with the relevant links to the literature base.

The three main survey questions are directly connected to the research questions and
hypotheses of the study as summarized in Table 2. The table also indicates which studies,
examined as part of the literature review, are significant to these question areas.
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Table 2: Summary of Research Questions, Survey Questions, Hypotheses and

Key Studies

Research
Questions

Survey Questions

Hypotheses

Key Studies

1. What technical
and nontechnical
skills are viewed as
important by
accounting
graduates and
employers in the
accounting
workplace?

Section One (Part
A): The importance
or not of each skills
area in the
accounting
workplace.

H1- Thereis agap
between the attitudes
of accounting
employers and
graduates about the
importance of
emotional intelligence
skills required in the
accounting workplace.

Albrecht and Sack,
2000; Bui and Porter,
2010; De Lange et al.,
2006; Jones and
Abraham, 2008;
Jackling and De Lange,
2009; Kavanagh and
Drennan, 2008;
Richardson, 2005;
Stivers and Onifade,
2011; Wells et al., 2009.

2. To what extent
have these
technical and
nontechnical skills

Section One (Part
B): The extent to
which each skills
area is developed in

H2 - Thereis a gap
between the attitudes
of accounting
employers and

Hancock et al., 2009;
Jacking and De Lange,
2009; Richardson,
2005.

been developed in accounting graduates about the
university graduates. extent of the
accounting development of the
graduates? emotional intelligence
skills of accounting
graduates.
3. Where do Section One (Part H3: Accounting Kavanagh and Drennan,
accounting A): The importance employers and 2008; Pan and Perera,

graduates and
employers believe
that accounting
graduates should
develop these
technical and
nontechnical
skills?

or not of each skills
areain the
accounting
workplace.

Section One (Part C):
Where accounting
graduates should
primarily develop
each skills area.

graduates expect
correspondence
between the emotional
intelligence skills seen
as important in the
accounting workplace
and those covered in
university accounting
programs.

2012.

The questions relating to the attribute variables, in section two of the questionnaire, will vary
slightly among the two groups of respondents. These attribute variables include items such as:
gender, years since graduation, location, type of university degree and type of office. It is
anticipated that the responses to the three questions in section one about the various skills
areas will vary according to these attributes. Thus, there is a potential opportunity to offer new
insights with respect to the population characteristics in keeping with descriptive research
design.

After reviewing the questionnaires, the next step in the research design process is to review
the sampling strategy for the research study which is discussed in the next section of the

paper.
Sampling Strategy

The research methodology proposed in this paper will be used to study the attitudes of
accounting graduates and accounting employers in the Canadian context. In Canada the CA
program is administered regionally (Western Canada, Ontario, Quebec and Atlantic Canada)
and nationally. The professional accounting programs and university accounting curriculum
in each region are similar as all CA students write the same nationally administered uniform
final evaluation. Given this degree of standardization of accounting education in Canada, this
study will use a large quota sample in one of the Canadian regions. A quota sample reflects the
main characteristics of the population but is not chosen randomly as the final selection is done
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by the researcher (Bryman and Bell, 2007). The advantages of quota sampling include lower
cost, ease of set-up and greater control for the researcher (Saunders et al., 2007).

The study will focus on Atlantic Canada (the four most eastern provinces in Canada). These
provinces are: Newfoundland and Labrador, Nova Scotia, New Brunswick and Prince Edward
Island. Atlantic Canada has ten universities and the graduates of these schools who pursue the
Chartered Accounting (CA) program are all students of the Atlantic School of Chartered
Accountancy (ASCA - the regional institution that delivers the professional CA program in
Atlantic Canada and Bermuda). These 500 university accounting graduates (or ASCA
students) and the 100 CA employers (with 2-5 partners/senior managers per office who
supervise accounting graduates) in Atlantic Canada comprise the quota sample for the study.
Further details regarding the operation of the surveys will be discussed in the next section of
the paper.

Survey Administration

In terms of types of self-completed questionnaires, the two main options are a mail
guestionnaire and an electronic questionnaire. Given the prevalent use of the Internet now in
the workplace, electronic surveys seem like a logical choice. Accounting graduates and
employers are normally computer literate with email and computer access. In fact, much of
the work of an accountant is now done electronically given that the old audit paper file has
been replaced with an electronic file. Also, members of the accounting profession are used to
getting electronic questionnaires periodically from the regional or national chartered
accounting associations. Thus, electronic questionnaires will be utilized. It was decided,
however, that the questionnaire to employers would also be sent in hard copy so that
employers could participate in either format. The hard copy option was added for employers
because some members of this population might not be as computer literate as the accounting
graduate population. It is planned that a personalized letter addressed to the specific
respondent will accompany the mailed questionnaires. Dillman (1991) notes that
personalization has been found to increase the response rate in mail surveys.

The board of ASCA has agreed to support the research study by distributing the accounting
graduate survey to their students and sending multiple follow-up requests. The questionnaire
to accounting graduates will be distributed electronically by ASCA with a link to complete the
survey online (e.g. a web hosted survey) with the results being sent directly to the researcher.
The respondents will not be identified in the electronic survey form and the survey responses
will be anonymous.

The questionnaire to accounting employers will be sent in hard copy and by email (with a link
to complete the survey online) directly by the researcher. The names of the accounting
employers in Atlantic Canada that are authorized to train CA students is publicly known and
thus obtaining contact details will not be difficult. ASCA is also willing to provide assistance
with employer contact details if needed. The hard copy questionnaires will include a return
envelope with an affixed real postage stamp. As Oppenheim (1992) notes, "a real stamp rather
than a business return envelope indicates trust and will increase response rates” (p. 105).
Neither hard nor electronic survey forms will require the respondent to be identified and all
responses are anonymous. Follow-up email requests (to all selected survey recipients) will be
sent for the employer questionnaires as well.

Another critical step in using questionnaires is that they should be pilot tested (Cooper and
Schindler, 2011). Pilot testing is important because questions can be refined if necessary and
overall the researcher can ensure that the respondents had no difficulties in answering the
guestions (Saunders et al., 2009). Some of the objectives of pilot testing are to assess
guestionnaire length, ease of completion, and overall effectiveness of the survey
administration (Sarantakos, 2005; Smith, 2011). Tests for validity and reliability can also be
made at the pilot stage. Given the importance of reliability and validity, these concepts will be
discussed in greater detail in the next section of the paper.

The two questionnaires will be pilot tested on accounting graduates and accounting employers
(who will not be part of the final sampling frame) in Atlantic Canada in June 2013. Cooper and
Schindler (2011) advise that the pilot group should range from 25-100 subjects. However, it is
noted that "in very small populations or special applications, pilot testing runs the risk of
exhausting the supply of respondents” (Cooper and Schindler, 2011, p.89). The researcher will
follow the guidance of Fink (2003) who suggests that the minimum number in a pilot test
should be ten. Thus, ten graduates and ten employers will be selected for the pilot test.
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Large samples are critical when utilizing a quantitative approach for a positivist based
research study. There is no authoritative guidance on the desired response rate for a
questionnaire. Some report that surveys in leading educational journals report a 50% response
rate (Creswell, 2008). Others claim that response rates for electronic questionnaires are lower
than mail questionnaires (Sheehan, 2001; Tse, 1998). Bosnjak et al. (2005) completed a meta-
analysis of 36 published and unpublished experimental comparisons between web and other
survey modes. Their research concluded that the common assumption of lower response rates
for web surveys compared to other modes does not hold true. Kaplowitz et al. (2004)
concluded that a web survey can achieve a comparable response rate to a mail questionnaire.
Furthermore, Cobanoglu et al. (2001) and Yun and Trumbo (2000) found that the online
survey achieved a higher response rate and a faster response speed than other survey types. In
the studies reviewed in the accounting education field, the response rates were different for
employers and graduates. For example, Pan and Perera (2012) had a response rate of 41.9%
for employers and Richardson (2005) reported a 38.8% employer response rate. In surveys of
accounting graduates, Jackling and Delange (2009) and Carr et al. (2006) reported response
rates of 27% and 26.4% respectively.

This researcher will employ several strategies to encourage high return rates for both surveys.
Some research shows that notifying participants in advance helps to increase the response rate
(Creswell, 2008; Lee and Lings, 2008.). This has been found specifically relevant for online
surveys (Bryman and Bell, 2007). Also, follow-up procedures will be done to remind
participants to complete the questionnaire. In general it has been found that the more
friendly, serious and honest the cover letter the more likely the questionnaire will be
completed (Sarantakos, 2005). Similarly, the easier it is for the questionnaire to be completed
and returned the more likely it will be done (Davis, 1996). These features were considered
when the questionnaires were drafted and the distribution strategy planned.

The level of interest in the subject matter and the rationale for the survey has also been shown
to affect response rates (Sarantakos, 2005). This is a very persuasive point for the current
study. Accounting graduates and accounting employers are normally very interested in the
education of chartered accounting students. Thus, it is expected that there will be an intrinsic
interest in completing the questionnaires. Finally, research shows that the creditability of the
individual or organization conducting the research affects the response rate. Higher education
institutions tend to have more creditability which results in high response rates (Muijs, 2004).
Thus, it might be advantageous that the researcher works at a university. It has also been
shown that "having an established relationship with the respondents will help improve
response rates" (Muijs, 2004, p.43). ASCA is an educational institution that is highly regarded
by accounting graduates and accounting employers in Atlantic Canada. Every CA that has
qualified in Atlantic Canada is an alumnus of ASCA and this affiliation is very positive. Thus,
having ASCA involved with the distribution of the graduate questionnaire is advantageous.
Nonetheless, the response rate will be monitored closely to ensure that the data collected is
large enough to ensure external validity.

While the primary data collection method for the current study is questionnaires, it is
acknowledged that further data collection might be needed. Given the influence of
professional accounting bodies, like ASCA, and university accounting academics on the
content of university accounting courses, it is recognized that this research study has to be
cognizant of these intricate relationships. While ASCA and accounting academics are not
noted in the current conceptual framework for the study, the involvement of these
stakeholders in the research study has been considered. Depending on the results of the
surveys of the accounting graduates and accounting employers, consultation with ASCA and
accounting academics will be arranged and incorporated into the research study. If this
consultation is required it will be in the form of semi-structured interviews which are
compatible with the philosophical foundation of the research study.

Another critical aspect of research design is the consideration of ethical matters. Bell and
Bryman (2007) note that ethical issues are of particular concern in business research. Given
that the current research project will involve human subjects, specific attention to ethical
matters is warranted. The ethics application for the current study was reviewed by the Ethics
Committee of the Waterford Institute of Technology (WIT) and ethical clearance was granted.
Important issues such as confidentiality, privacy, informed consent and data storage were
addressed by the researcher.
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Finally, as noted previously, the validity and reliability of the data collected is very important
and thus will be discussed separately in the next section of the paper.

Validity and Reliability

Validity is the "property of a research instrument that ensures its relevance, precision and
accuracy" (Sarantakos, 2005, p.83). Validity will assure the researcher that the questionnaire
is measuring what it is supposed to measure. Reliability refers to consistency and is concerned
with objectivity, accuracy, precision and stability (Sarantakos, 2005). These are hallmarks of
the quantitative deductive approach and the positivist perspective.

Two types of validity for the study will be discussed in this section of the paper: content
validity and external validity. Content validity requires that the "questions in the
questionnaire provide adequate coverage of the investigative questions™ (Saunders et al., 200,
p.373). A basic index of content validity is face validity which means than on appearance it
seems like the questionnaire measures the concepts intended (Sekaran, 2003). The content or
face validity for this study was assessed item-by-item in each questionnaire by the researcher
who is very familiar with the subject area. The two questionnaires were also thoroughly
reviewed by the ASCA board (comprised of CA employers and accounting academics) and an
independent accounting academic. This review is to ensure that in addition to empirical
issues, theoretical and practical considerations were included in the questionnaire design
(Hair et al., 2010). The internal validity of the study will be further enhanced after revisions
are made to the questionnaires after the pilot testing.

External validity refers to the generalisability of results beyond the current study to the entire
population. As previously noted there are three other regional professional accounting bodies
in Canada, like ASCA, that deliver the CA program to Canadian accounting graduates. The
professional accounting programs in these regions (and the university accounting programs in
each region) have been accredited to deliver the CA program in Canada. Thus, the results
found in this study are relevant and comparable to these other regions of Canada given the
degree of similarity in accounting education, both at the university and professional levels, in
Canada. In fact, given the likeness between the competency maps of the professional
accounting bodies in Canada, Australia and the United States it is possible that the findings of
this study may be transferable outside Canada.

Reliability will be measured by split-half reliability which is used when the survey has many
similar questions (Cooper and Schindler, 2011). It should also be noted that the questionnaire
results will be analyzed using the statistical data analysis software package SPSS (Statistical
Package for the Social Sciences). SPSS is widely used in educational and management research
(Muijs, 2004, p.85). Tests for validity and reliability (e.g. Cronbach's alpha) of the study's
findings will also be conducted when the data is analyzed using SPSS.

Limitations

The study, in its current form, does have some potential limitations. For example, there is the
possibility of a small response rate from both accounting graduates and employers. Likewise,
there is a risk that the results obtained from accounting graduates and employers in Atlantic
Canada cannot be extended to the other regions in Canada. While these items have been
carefully considered in the design of the study, there is always the possibility that residual
limitations still exist.

The other area that needs to be addressed in this section of the paper is that of biases.
Nonresponse bias can occur when participants create a nonrepresentative sample by refusing
to respond (Cooper and Schindler, 2011). For example, it is possible that accounting graduates
might not have enough exposure to the accounting profession to adequately address the
guestions and thus not participate. Research has indicated that "better educated individuals
and those more interested in the topic participate in the surveys" (Cooper and Schindler, 2011,
p. 246). Thus, given the target populations for this study the risk of nonresponse bias should
be low.

Response bias occurs when participates respond "in such a way as to unconsciously or
consciously misrepresent their actual behaviours, attitudes, preferences, motivations, or
intentions" (Cooper and Schindler, 2011, p. 248). When participants do this to be perceived as
more socially acceptable it is referred to as social desirably bias (Bryman and Bell, 2007).
Given the target respondents and their professional code of conduct (e.g. integrity, honesty), it
is hoped that participants will respond truthfully given the topic is about the education of CAs.
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Conclusion

The current study will provide a broader understanding of the skill set (particularly the
emotional intelligence skills) valued by accounting employers and accounting graduates.
Historically, the accounting field has always attracted bright students (Bay and McKeage,
2006). However, given the growing recognition of the value of emotional skills, it is argued
that being “intelligent” in the traditional sense may not be enough for accounting students
today (Akers and Porter, 2003; Bay and McKeage, 2006). Hence, the study is important to
accounting graduates, accounting educators and accounting employers. Also, as this study will
be the first investigation of emotional intelligence in accounting education from the
perspective of the neo-correspondence theory, it is anticipated that new population attributes
may be discovered. Overall, this research has important meaning in the professional
accounting workplace and in the university accounting classroom.

The hypotheses for the descriptive study will be tested deductively with quantitative research
techniques. This approach is consistent with prior research done in the areas of nontechnical
skills and emotional intelligence skills in accounting education. Finally, the research design
discussed is this paper is consistent with the positivist world view identified during the
philosophical investigation of the research project. Thus, there is an appropriate matching
between conceptualisation, philosophical perspective and methodology for the study.
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DRAFT No. 5
Pre-Pilot

Accounting Graduate
Survey

This questionnaire is designed to determine the attitudes
of accounting graduates towards the nontechnical and
technical skills for accounting graduates in the accounting
workplace.

Your participation, which is voluntary, is very important to
the survey’s findings. The questionnaire will take
approximately 10 minutes to complete. Your name will
not be recorded on the questionnaire and results will
only be communicated at an aggregate level. Informed
consent is deemed as given through participation in the
survey.




Section 1: In this three-part section you will be asked a number of questions
about nontechnical and technical skills areas. On the basis of your experience
please select the appropriate box.

Part A. Indicate how | beli skl ising : kol

Very Very
unimportant

Skill Area Unimportant | Neutral Important

Important

Nontechnical Skills

1. Emotional Self-
Awareness ) O C C )
(recognizing one's ' ' '
emotions and their
effects)

2. Accurate Self-
Assessment ) O C C )
(knowing one's ' ' '
strengths and limits)

3. Self-Confidence
(sureness about one's C C C O O
self-worth and
capabilities)

4. Empathy
(sensing others' O O & & O
feelings and
| perspective)

5. Organizational
Awareness (the
ability to read social C C C C C
and political networks ' ' '
in an organization)

6. Service
(anticipating, O O O O O
recognizing and

meeting client needs )

7. Self-Control
(keeping disruptive O O O O O
emotions and
impulses under
control )

8. Transparency
(displaying honesty, (8 O O O O
integrity and

trustworthiness)




9. Adaptability
(flexibility in
adapting to
changing
situations or
overcoming
obstacles)

10. Achievement
(striving to improve
or meet a standard of
excellence)

11. Initiative
(readiness to act
and seize
opportunities )

12. Optimism
(persistence in pursuing
goals despite obstacles
and set-backs)

13.Inspiration
(inspiring and guiding
||people)

14. Influence
(using effective
tactics of
||persuasion)

15. Developing
Others
(encouraging others'
abilities through
feedback and
guidance)

16. Change Catalyst
(initiating or managing
change)

17. Conflict
Management
(negotiating and
resolving
disagreements)




18. Teamwork and
Collaboration
(cooperatively
working with others
towards a shared
goal)

19. Building Bonds
(cultivating and
maintaining a web of
relationships)

20. Oral
Communication
(effective
listening,
{lunderstanding,
speaking)

21. Written
Communication
(writing with clarity
and precision)

Technical Skills

22. Financial
Accounting
Expertise
(interpretation and
application of
relevant accounting

|standards)

23. Management
Accounting

Expertise (budgeting,
costing, performance
measurement)

24. Taxation
Expertise
(personal and
corporate tax
| preparation)

25. Audit and
Assurance Expertise
(financial statement
auditing and other
assurance services)




26. Finance
Expertise
(financial
analysis and

| planning)

27. Strategy and
Governance
Expertise (role of
corporate governance
within an
organization, strategy
formulation)

28. Information
Technology
Expertise
(proficiency in the
latest information
technology sources)

29. Analytical Skills
(articulating and
solving both complex
and uncomplicated

| problems)

30. Integrative
Thinking
(critical thinking
of many factors
when solving a
{problem)

Nontechnical

Nontechnical

Nontechnical

workplace, of
nontechnical skills

. . skills more
_skllls not as _skllls equally important
important as || important to than
technical skills | technical technical
skills skills
31. Overall how
would you rate the
importance, in the
accounting
O O O




Part B. Indicate the extent to which each skill area was developed
as part of your university accounting program.

Skill Area Poor Fair Good Very good Excellent

Nontechnical Skills

1. Emotional Self-
Awareness O C C . s
(recognizing one's
emotions and their
effects)

2. Accurate Self-

Assessment O C O C C
(knowing one's
strengths and limits)

3. Self-
Confidence 0 C C C 0
(sureness about ' ' '
one's self- worth
and capabilities)

4. Empathy
(sensing others' C O C C C
feelings and
|| perspective)

5. Organizational
Awareness (the
ability to read social C C C 'S C
and political networks
in an organization)

6. Service
(anticipating, C O O O C
recognizing and

meeting client needs )

7. Self-Control
(keeping disruptive C O O O C
emotions and
impulses under
control )

8. Transparency
(displaying honesty, ) (& O O O
integrity and

i )

9. Adaptability
(flexibility in
adapting to 0 C C C 0
changing ' ' '
situations or
overcoming
obstacles)




10. Achievement
(striving to improve
or meet a standard of
excellence)

11. Initiative
(readiness to act
and seize
opportunities )

12. Optimism
(persistence in pursuing
goals despite obstacles
and set-backs)

13.Inspiration
(inspiring and guiding
{Ipeople)

14. Influence
(using effective
tactics of
||persuasion)

15. Developing
Others
(encouraging others'
abilities through
feedback and

guidance)

16. Change Catalyst
(initiating or managing
change)

17. Conflict
Management
(negotiating and
resolving
disagreements)

18. Teamwork and
Collaboration
(cooperatively
working with others
towards a shared

aoa)

19. Building Bonds
(cultivating and
maintaining a web of
relationships)

20. Oral
Communication
(effective
listening,
understanding,
Ispeakinq)




21. Written
Communication
(writing with clarity
and precision)

Technical Skills

22. Financial
Accounting
Expertise
(interpretation and
application of
relevant accounting

23. Management
Accounting

Expertise (budgeting,
costing, performance
measurement)

24. Taxation
Expertise
(personal and
corporate tax
| preparation)

25. Audit and
Assurance Expertise
(financial statement
auditing and other
assurance services)

26. Finance
Expertise
(financial
analysis and
{|planning)

27. Strategy and
Governance
Expertise (role of
corporate governance
within an
organization, strategy
formulation)

28. Information
Technology
Expertise
(proficiency in the
latest information

technologx sources)

29. Analytical Skills
(articulating and
solving both complex
and uncomplicated
Iproblems)




30. Integrative

Thinking

(critical thinking ' O O (@
of many factors ' ' '

when solving a

problem)

Part C. Indicate where you believe university accounting
graduatesshould primarily develop each skill area.

. Professional
_ Unlvers_lty Accounting Workplace/Work
Skill Area Accounting Program (e.g. Experience

Program ASCA)

Nontechnical Skills

1. Emotional Self-
Awareness (recognizing C - -
one's emotions and their

effecis)

2. Accurate Self-
Assessment (knowing 0 (& (@
one's strengths and

linit)

3. Self-Confidence
(sureness about (& 0 0
one's self- worth

{land capabilities)

4. Empathy
(sensing others' O C O
feelings and
| perspective)

5. Organizational
Awareness (the ability to
read social and political cC C O
networks in an
organization)

6. Service
(anticipating, (@ (@ (@
recognizing and meeting
client needs )

7. Self-Control
(keeping disruptive (o (@ C
emotions and impulses
{lunder control )

8. Transparency

(displaying honesty, & (o (@

integrity and
iness)

9. Adaptability
(flexibility in
adapting to (& O ()
changing ' '
situations or
overcoming
obstacles )




10. Achievement
(striving to improve or
meet a standard of
excellence)

11. Initiative
(readiness to act
and seize
opportunities )

12. Optimism
(persistence in pursuing
goals despite obstacles
and set-backs)

13.Inspiration
(inspiring and guiding
||people)

14. Influence
(using effective
tactics of

| persuasion)

15. Developing
Others (encouraging
others' abilities
through feedback and
guidance)

16. Change Catalyst
(initiating or managing
change)

17. Conflict
Management
(negotiating and
resolving
disagreements)

18. Teamwork and
Collaboration
(cooperatively
working with others
towards a shared goal)

19. Building Bonds

(cultivating and

maintaining a web of
ionshin)

20. Oral
Communication
(effective listening,
lunderstanding,
speaking)

21. Written
Communication
(writing with clarity

\and.orecision)

Technical Skills




22. Financial
Accounting
Expertise
(interpretation and
application of relevant

Iaccounting standards)

23. Management
Accounting Expertise
(budgeting, costing,
| performance
measurement)

24. Taxation
Expertise (personal
and corporate tax
||preparation)

25. Audit and
Assurance Expertise
(financial statement
auditing and other
assurance services)

26. Finance
Expertise
(financial
analysis  and
{|planning)

27. Strategy and
Governance Expertise
(role of corporate
governance within an
organization, strategy
formulation)

28. Information
Technology Expertise
(proficiency in  the
latest information
technology sources)

29. Analytical Skills
(articulating and
solving both complex
and uncomplicated

| problems)

30. Integrative
Thinking (critical
thinking of many
factors when
solving a problem)




Section 2: The following information is more personal and will allow us to
compare results by respondent profiles. Please remember that all information you
provide is entirely anonymous.

1. Gender: OMale OFemale
2. Years since university graduation O 1 year O 2 vyears

[ 3 years O more than 3 years
3. ASCA program start date O 2013

O 2012

O 2011 or earlier

4. Location: [ONova Scotia OPrince Edward Island OBermuda
[ New Brunswick CONewfoundland & Labrador
5. University Degree [Business/ Commerce OBusiness/Commerce Co-op
O Arts OScience COther

6. Type of Approved CA Training Office you work in

large firm

medium sized firm
small firm
industry
government

Oooooao



DRAFT No. 5
Pre-Pilot

Accounting Employer Survey

This questionnaire is designed to determine the
attitudes of accounting employers towards the
nontechnical and technical skills for accounting
graduates in the accounting workplace.

Your participation, which is voluntary, is very important to
the survey’s findings. The questionnaire will take
approximately 10 minutes to complete. Your name will not
be recorded on the questionnaire and results will only be
communicated at an aggregate level. Informed consent is
deemed as given through participation in the survey.

If you are completing the hard copy version of this
guestionnaire please mail the completed form in the self-
addressed postage paid envelope which is provided.

Thank-you for your co-operation and time.




Section 1: In this three-part section you will be asked a number of questions
about nontechnical and technical skills areas. On the basis of your experience
please select the appropriate box.

Part A. Indi . i il L )
workplace,

Very . Very
unimportan Unimportant | Neutral Important Important

t

Skill Area

Nontechnical Skills

1. Emotional Self-
Awareness (recognizing 'S r r c ~
one's emotions and their '
effects)

2. Accurate Self-
Assessment (knowing 'S C r e r
one's strengths and
limits)

3. Self-Confidence
(sureness about one's self- O O O & O
orth and capabilities)

4. Empathy
(sensing others' O O O O O
feelings and
|| perspective)

5. Organizational
Awareness (the ability
to read social and C C C C C
| political networks in an '
organization)

6. Service
(Anticipating, O O O O O
recognizing and meeting
client needs )

7. Self-Control
(keeping disruptive emotions O O O O O
and impulses under control )

8. Transparency
(displaying honesty, integrity C C C C C
and trustworthiness)




9. Adaptability
(flexibility in adapting to
changing situations or
overcoming obstacles )

10. Achievement
(striving to improve or
| meet a standard of
excellence)

11. Initiative
(readiness to act
and seize
opportunities )

12. Optimism

(persistence in pursuing
goals despite obstacles and
set-backs)

13.Inspiration
(inspiring and guiding people)

14. Influence
(using effective tactics of
persuasion)

15. Developing Others
(encouraging others'
abilities through feedback
and guidance)

16. Change Catalyst
(initiating or managing
change)

17. Conflict
Management
(negotiating and
resolving
disagreements)

18. Teamwork and
Collaboration
(cooperatively working
with others towards a
shared goal)

19. Building Bonds
(cultivating and

I maintaining a web of
relationships)




20. Oral
Communication
(effective listening,
lunderstanding,
speaking)

21. Written
Communication
(writing with clarity and
| precision)

Technical Skills

22. Financial Accounting
Expertise (interpretation and
application of relevant
accounting standards)

23. Management

Accounting  Expertise

(budgeting, costing,
Iperformance

measurement)

24, Taxation

Expertise (personal
and corporate tax
|| preparation)

25. Audit and
Assurance Expertise
(financial statement
auditing and other
assurance services)

26. Finance Expertise
(financial analysis and

{|planning)

27. Strategy and
Governance Expertise
(role of corporate
governance within an
organization, strategy
formulation)

28.Information Technology
Expertise (proficiency in the
latest information technology
sources)

29. Analytical Skills
(articulating and solving
both complex and
uncomplicated
problems)




30. Integrative Thinking
(critical thinking of many C C - C C
factors when solving a
{problem)
Nontechnic
Nontechnical | Nontechnical al skillsl
skills not as |skills equally more
important as |important to important
technical technical than
skills skills technical
skills
31. Overall how would you
rate the importance, in the
accounting workplace, of
nontechnical skills - ~ r.
compared to technical
skills?
Part B. Indicate the extent to which each skill area is developed in the
o ’ I A hired
Skill Area Poor Fair Good Very good Excellent
Nontechnical Skills
1. Emotional Self-
Awareness (recognizing C C ' cC
one's emotions and their
effects)
2. Accurate Self-
Assessment (knowing C C C '
one's strengths and
limits)
3. Self-Confidence
(sureness about one's O O O O
self-worth and
jeanabilitios
4. Empathy
(sensing others' O O O O
feelings and
perspective)
5.0rganizational
Awareness (the ability
to read social and C C C O

organization)

political networks in an




6. Service
(anticipating,
recognizing and
meeting client needs )

7. Self-Control
(keeping disruptive
emotions and impulses
under control )

8. Transparency
(displaying honesty,
integrity and
trustworthiness)

9. Adaptability
(flexibility in adapting to
changing situations or
overcoming obstacles )

10. Achievement
(striving to improve or
meet a standard of
excellence)

11. Initiative
(readiness to act
and seize
opportunities )

12. Optimism
(persistence in pursuing
goals despite obstacles
and set-backs)

13.Inspiration
(inspiring and guiding
people)

14. Influence
(using effective
tactics of
persuasion)

15. Developing Others
(encouraging others'
abilities through
feedback and guidance)

16. Change Catalyst
(initiating or managing
change)




17. Conflict
Management
(negotiating and
resolving
disagreements)

18. Teamwork and
Collaboration
(cooperatively
working with others
towards a shared

goal)

19. Building Bonds
(cultivating and
maintaining a web of
relationships)

20. Oral
Communication
(effective
listening,
understanding,
speaking)
A

21. Written
Communication
(writing with clarity
and precision)

Technical Skills

22. Financial Accounting
Expertise (interpretation
and application of relevant
accounting standards)

23.Management
Accounting Expertise
(budgeting,  costing,
performance
measurement)




Skill Area

Poor

Fair

Good

Very goodI Excellent

24. Taxation
Expertise (personal
and corporate tax
preparation)

25. Audit and
Assurance
Expertise
(financial
statement
auditing and
other assurance
services)

26. Finance
Expertise
(financial analysis
and planning)

27. Strategy
and
Governance
Expertise (role
of corporate
governance
within an
organization,
strategy
formulation)

28.
Information
Technology
Expertise
(proficiency in
the latest
information
technology
sources)

29. Analytical
Skills
(articulating
and solving
both complex
and
uncomplicated
problems)

30. Integrative
Thinking (critical
thinking of many
factors when
solving a problem)




Part C. Indicate where you believe that unjversity accounting graduates should
imarily devel h_skill

Professional

. Universjty Accounting Workplace/Work
Skill Area Accounting Program (e.g. Experience
Program ASCA)

Nontechnical Skills

1. Emotional Self-Awareness
(recognizing one's emotions and C '® C
their effects)

2. Accurate Self-Assessment
(knowing one's strengths and (®) O O
limits)

3. Self-Confidence
(sureness about one's self-worth O O O
and capabilities)

4. Empathy
(sensing others' feelings O O O
and perspective)

5. Organizational Awareness
(the ability to read social and

political networks in an C (‘ C
organization)

6. Service
(anticipating, recognizing and O O O
meeting client needs )

7. Self-Control
(keeping disruptive emotions and O O O
impulses under control )

8. Transparency
(displaying honesty, integrity and O O O
trustworthiness)

9.Adaptablity
(flexibility in adapting
to changing situations C O C
or overcoming
obstacles )




10. Achievement
(striving to improve or meet a
standard of excellence)

11. Initiative
(readiness to act and
seize opportunities )

12. Optimism

(persistence in pursuing goals
despite obstacles and set-
backs)

13.Inspiration
(inspiring and guiding people)

14. Influence
(using effective tactics
of persuasion)

15. Developing Others
(encouraging others' abilities
through feedback and
guidance)

16. Change Catalyst
(initiating or managing change)

17. Conflict
Management
(Negotiating and
resolving

disagreements)

18. Teamwork and
Collaboration
(cooperatively working
with others towards a
shared goal)

19. Building Bonds
(cultivating and maintaining
a web of relationships)

20. Oral
Communication
(effective listening,
understanding,
speaking)

21. Written
Communication (writing
with clarity and precision)

Technical Skills

22. Financial Accounting
Expertise (interpretation and
application of relevant
accounting standards)




23.Management
Accounting Expertise
(budgeting, costing,
performance measurement)

24, Taxation Expertise
(personal and corporate tax
preparation)

25. Audit and Assurance
Expertise (financial
statement auditing and other
assurance services)

26. Finance Expertise
(financial analysis and
planning)

27. Strategy and
Governance Expertise (role
of corporate governance
within an organization,
strategy formulation)

28.Information
Technology Expertise
(proficiency in the latest
information technology
sources)

29. Analytical Skills
(articulating and solving
both complex and
uncomplicated problems)

30. Integrative Thinking
(critical thinking of many
factors when solving a
problem)




Section 2: The following information is more personal and will allow us to compare results by respondent
profiles. Please remember that all information you provide is entirely anonymous.

1. Your Position:

[ Partner

] Senior manager
O Manager

L] CFO/Controller
O Other

2. Your Location: [ Nova Scotia [ Prince Edward Island

] New Brunswick ] Newfoundland & Labrador

3. Type of Approved CA Training Office you work in

large firm

medium sized firm
small firm
industry
government

ooooo

4. Approximate number of articling CA students in your office this year

[Less than 3 04-7 Omore than

5. Area of work specialization
[JFinancial Accounting
[IManagement Accounting
[JAssurance
[1Tax
UInsolvency
[10ther



Appendix B: Summary of Skills
Areas
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Skills Areas in Questionnaires

Skills Area

Key Studies

Nontechnical Skills

1. Emotional Self-Awareness

Goleman et al., 2002; Daff et al., 2012.

2. Accurate Self-Assessment

Goleman et al., 2002; Daff et al., 2012.

3. Self-Confidence

Goleman et al., 2002; Daff et al., 2012.

4. Empathy Goleman et al., 2002; Daff et al., 2012.
5. Organizational Awareness Goleman et al., 2002; Daff et al., 2012.
6. Service Goleman et al., 2002; Daff et al., 2012.

7. Self-Control

Goleman et al., 2002; Daff et al., 2012.

8. Transparency

Goleman et al., 2002; Daff et al., 2012.

9. Adaptability

Goleman et al., 2002; Daff et al., 2012.

10. Achievement

Goleman et al., 2002; Daff et al., 2012.

11. Initiative Goleman et al., 2002; Daff et al., 2012.
12. Optimism Goleman et al., 2002; Daff et al., 2012.
13.Inspiration Goleman et al., 2002; Daff et al., 2012.
14. Influence Goleman et al., 2002; Daff et al., 2012.

15. Developing Others

Goleman et al., 2002; Daff et al., 2012.

16. Change Catalyst

Goleman et al., 2002; Daff et al., 2012.

17. Conflict Management

Goleman et al., 2002; Daff et al., 2012.

18. Teamwork and Collaboration

Goleman et al., 2002; Daff et al., 2012.

19. Building Bonds

Goleman et al., 2002; Daff et al., 2012.

20. Oral Communication
21. Written Communication

Andrews and Koester, 1979; Andrews and
Sigband, 1984; Estes, 1979; Gingras, 1987;
Hassall et al., 2005; Kavanagh and Drennan,
2008; Novin et al., 1990; Zaid and Abraham,
1994,

Technical Skills

22. Financial Accounting Expertise

Albrecht and Sack, 2000; AICPA, 2012;
CICA, 2012; ICAA and CPA, 2009; Pan and
Perera, 2012; Richardson, 2005.

23. Management Accounting Expertise

Albrecht and Sack, 2000; AICPA, 2012;
CICA, 2012; ICAA and CPA, 2009; Pan and
Perera, 2012; Richardson, 2005.

24. Taxation Expertise

Albrecht and Sack, 2000; AICPA, 2012;
CICA, 2012; ICAA and CPA, 2009; Pan and
Perera, 2012; Richardson, 2005.

25. Audit and Assurance Expertise

Albrecht and Sack, 2000; AICPA, 2012;
CICA, 2012; ICAA and CPA, 2009; Pan and
Perera, 2012; Richardson, 2005.

246 Finance Expertise

Albrecht and Sack, 2000; AICPA, 2012;
CICA, 2012; ICAA and CPA, 2009; Pan and
Perera, 2012; Richardson, 2005.

27. Strategy and Governance Expertise

Albrecht and Sack, 2000; AICPA, 2012;
CICA, 2012; ICAA and CPA, 2009; Pan and
Perera, 2012; Richardson, 2005.

28. Information Technology Expertise

Albrecht and Sack, 2000; AICPA, 2012;
CICA, 2012; ICAA and CPA, 2009; Pan and
Perera, 2012; Richardson, 2005.

29. Analytical Skills

Albrecht and Sack, 2000; AICPA, 2012;
CICA, 2012; ICAA and CPA, 2009; Pan and
Perera, 2012; Richardson, 2005.

30. Integrative Thinking

Albrecht and Sack, 2000; AICPA, 2012;
CICA, 2012; ICAA and CPA, 2009; Pan and
Perera, 2012; Richardson, 2005.
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PAPER 3:

Preliminary
Findings



Should emotional intelligence be
developed in university accounting
programs? Survey operationalisation
and preliminary data from an
Investigation of graduate and employer
attitudes on the skill set requirements
for professional accountants.

Research-in-Progress

Abstract

This paper discusses the survey operationalisation and preliminary data from an
investigation of graduate and employer attitudes on the skill set requirements for
professional accountants and specifically whether university accounting programs develop
the emotional intelligence (EI) skills an accounting graduate needs. Emotional intelligence is
the effective awareness, control and management of one's own emotions, and those of other
people. Theories of emotional intelligence assert that El is more important than cognitive
ability or technical expertise in predicting managerial success - even in the accounting field.
As a result there has been considerable debate about the need for accounting graduates to
develop EI skills in their university accounting programs so they are better prepared for a
career in the accounting profession. This study uses the theoretical framework of the neo-
correspondence theory, which emphasizes the connection between higher education student
experience and the workplace, to investigate the attitudes of accounting graduates and
accounting employers. This paper provides an overview of the research design, survey
development, piloting process and preliminary data from the study.

Keywords: accounting education, emotional intelligence, non-technical skills, piloting
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Introduction

This paper discusses the survey operationalisation and preliminary data from an investigation
of graduate and employer attitudes on the skill set requirements for professional accountants
and specifically whether university accounting programs develop the emotional intelligence
(E) skills an accounting graduate needs.

During the last 35 years there have been many studies (AAA, 1986; Albrecht and Sack, 2000;
Carr et al., 2006; De Lange et al., 2006; Deppe et al., 1991; Estes, 1979; French and Coppage,
1999; Hancock et al., 2009; Kavanagh and Drennan, 2008; McPhail, 2004; Pan and Perera,
2012; Richardson, 2005; Siegel and Sorensen, 1994; Usoff and Feldmann, 1998) regarding the
desired skills for accounting students. While the professional accountant’s role comprises both
technical and nontechnical skills, these studies concluded that nontechnical skills (e.g.
communication, leadership, team work) are extremely important in the accounting profession
and should be integrated more into university accounting programs.

Since 2002, most of the research on the nontechnical skills of accounting students has
specifically focused on emotional intelligence skills (Cook et al., 2011; Esmond-Kiger et al.,
2006; Myers and Tucker, 2005; Visser et al., 2010). The concept of El was first conceptualized
by Salovey and Mayer (1990) as a form of social intelligence "that involves the ability to
monitor one's own and others' feelings and emotions, to discriminate among them and to use
this information to guide one's thinking and actions"(p. 189). Daniel Goleman (1995; 1998;
2000) built on the concepts of Salovey and Mayer and broadened their narrow concept of El
to include four constructs: self-awareness, self-management, social awareness and
relationship management. These four EIl constructs each contain a set of emotional
competencies (with a total of 19 competencies across the four constructs).

Goleman was the first to extend the concept of El to the business world and his research has
concluded that "truly effective leaders are distinguished by a high degree of emotional
intelligence" (1998, p.82). More specific research about leadership in the accounting
profession has found that the most successful accountants are both technically and
emotionally competent (Akers and Porter, 2003; Goleman et al., 2002; Kermis and Kermis,
2010; Turner, 2004). Given Goleman's work in a business context, and specifically the
accounting field, this conceptualization of EI underlies the current study. It is noted that most
of Goleman's work does focus on mid-to-late career professionals and as such there is
opportunity to investigate the value of El for entry-level accounting graduates.

In the last decade, professional accountants have seen "a positive paradigm shift within the
profession that increases the importance given to people skills and to put these skills on a level
with technical skills"(Foley, 2007, p. 52). Technical expertise is how viewed as baseline in the
accounting profession while emotional intelligence is seen as instrumental to career success
(Goleman, 2000; Smigla and Pastoria, 2000). Universities are regularly being criticized for
producing accounting graduates who are too theoretical and not "work ready"” (Howieson et
al., 2010; Siegel et al., 2010). Consequently, while many researchers have concluded that there
is a gap between the skills accounting students develop in university and what accounting
employers value, there has not been a specific focus on a potential emotional intelligence gap.
Also, many of the existing studies have focused on accounting students and not recent
accounting graduates.

The neo-correspondence theory asserts that higher education institutions should consider
employer expectations and align the curriculum accordingly (Gintis, 1971; Saunders and
Machell, 2000). This theoretical framework provides the context for the investigation of
whether university accounting programs develop the emotional intelligence skills that
accounting graduates need for success as professional accountants. The literature reviewed
conducted for the study revealed only one application of the neo-correspondence theory in an
accounting education context (Pan and Perera, 2012) and this did not focus on the area of
emotional intelligence.

The overall research question for the study is:

Graduate and employer attitudes on the skill set requirements for professional
accountants: Should emotional intelligence be developed in university
accounting programs?
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The specific research questions for the study are:

1. What technical: and nontechnicalzskills are viewed as important by accounting graduates in
the accounting workplace?

2. What technical and nontechnical skills are viewed as important by accounting employers in
the accounting workplace?

3. To what extent do accounting graduates believe that these technical and nontechnical skills
have been developed in university accounting programs?

4. To what extent do accounting employers believe that these technical and nontechnical skills
have been developed in university accounting programs?

5. Where do accounting graduates believe that accounting graduates should develop these
technical and nontechnical skills?

6. Where do accounting employers believe that accounting graduates should develop these
technical and nontechnical skills?

The following specific hypotheses have been developed for testing based on the literature
review:

H1 - There is a gap between the attitudes of accounting employers and graduates about the
importance of emotional intelligence skills required in the accounting workplace.

H2 - There is a gap between the attitudes of accounting employers and graduates about the
extent of the development of the emotional intelligence skills of accounting graduates.

H3: Accounting employers and graduates expect correspondence between the emotional
intelligence skills seen as important in the accounting workplace and those covered in
university accounting programs.

The paper will first review the research design, sampling strategy and questionnaire
development for the study. The piloting plan will then be discussed which will include any
resulting modifications to the surveys. Finally, the last sections of the paper provide an
overview of the study’s preliminary respondent profile and data and the next steps for the
study.

Research Design

The current research is a descriptive study - "description of phenomena or characteristics
associated with a subject population [the who, what, when, where and how of a topic]"
(Cooper and Schindler, 2011, p.149). Descriptive research is used to study achievement,
attitudes, behaviours, preferences, concerns, interests or other characteristics of a group of
subjects (Gay et al., 2006; McMillan and Schumacher, 2001).

Given that this study will be the first to use the neo-correspondence theory to examine
emotional intelligence in an accounting education context, the study does have exploratory
elements. Exploratory studies are an important way to discover "what is happening; to seek
new insights; to ask questions and to assess phenomena in a new light" (Robson, 2002, p.59).
This type of research can be helpful when the understanding of the problem needs further
clarification and definition. From this exploration further information on important variables
might emerge and other hypotheses developed (Cooper and Schindler, 2011).

The surveys developed for this research study might be viewed as exploratory surveys. As
defined by Easterby-Smith et al., (2012), exploratory surveys "focus on identifying patterns
within the data" (p.341). Thus, given the potential of various statistical methods to reveal
relationships in the data, other hypotheses might emerge from the current study. Data
analysis will be discussed later in the paper while in the next section the population and
sample for the study will be reviewed.

! Table 1 in this paper identifies the skills classified as technical.

2 Table 2 in this paper identifies the skills classified as nontechnical which includes the 19 EI competencies.
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Sampling Strategy

In Canada the Chartered Accounting (CA) program is administered regionally (Western
Canada, Ontario, Quebec and Atlantic Canadas) and nationally by the Canadian Institute of
Chartered Accountants (CICA). The professional accounting program and university
accounting curriculum in each Canadian region are similar as all CA students write the same
nationally administered Uniform Final Evaluation (UFE).

The four regional CA professional education bodies must ensure that the university
accounting programs in their region contain the prerequisite courses for the CA professional
program which lead to completion of the UFE. Given this degree of standardization of
accounting education in Canada, this study will use a quota sample in one of the Canadian
regions. A quota sample reflects the main characteristics of the population but is not chosen
randomly as the final selection is done by the researcher (Bryman and Bell, 2007).

The study will focus on Atlantic Canada (the four most eastern provinces in Canada:
Newfoundland and Labrador, Nova Scotia, New Brunswick and Prince Edward lIsland) and
Bermuda. Atlantic Canada has ten universities and the graduates of these schools who pursue
the CA program are all students of the Atlantic School of Chartered Accountancy (ASCA - the
regional body that delivers the professional CA program in Atlantic Canada and Bermuda).

ASCA is the smallest of the four regional CA professional education bodies in Canada and
currently has approximately 5%+ of the students completing the CA program in Canada. In
order to complete the CA program in Canada a student must be employed by an approved CA
training office. These offices are normally CA firms, government departments (e.g. Office of
the Auditor General) and some approved companies in industry who have a considerable
number of CAs on staff.

As of August 2013 there were 438 ASCA students and 110 approved CA employers (with 1-3
partners/managers per office who supervise accounting graduates) in Atlantic Canada and
Bermuda. The quota sample for the study will consist of the ASCA students (accounting
graduates) and the approved training offices (accounting employers) in Atlantic Canada and
Bermuda (because of its inclusion in ASCA). ASCA has the most current and accurate
database of both groups and has agreed to distribute both surveys on behalf of the researcher.
The next section of the paper will review the development of the questionnaires for the study.

Questionnaire Development

Questionnaires were prepared in April 2013 (see Appendix A for pilot version) for both groups
of survey respondents: accounting graduates and accounting employers. The questionnaires
were based on the literature review and the findings from the key studies in the field. In
particular, the questionnaires built on the work of Kavanagh and Drennan (2008) who
adapted the survey used by Albrecht and Sack (2000) to an Australian context because it was
validated previously in a large study in the United States.

In section one of both questionnaires, respondents were asked three main questions (parts A,
B and C) about 30 different skill areas. The skill areas are divided between nontechnical and
technical skills.

The technical skill area in the questionnaires are nine skills which are considered important in
the accounting profession. These technical skills, listed in Table 1, have been identified in the
competency frameworks of the major professional accounting bodies in Canada, Australia and
the United States (AICPA, 2012; CICA, 2012; ICAA and CPA, 2009). They have also been
identified and tested in some of the studies reviewed for this paper (Albrecht and Sack, 2000;
Pan and Perera, 2012; Richardson, 2005).

3 CA students in Bermuda complete the CA professional education program in Atlantic Canada.

4 According to ASCA staff, in August 2013, the number of ASCA students is 438 while the number of students
completing the CA program in Canada is approximately 9000.



Table 1: Technical Skills in Surveys

Financial Accounting (interpretation and application of relevant accounting standards)
Management Accounting (budgeting, costing, performance measurement)

Taxation (personal and corporate tax preparation)

Audit and Assurance (financial statement auditing and other assurance services)

Finance (financial analysis and planning)

Strategy and Governance (role of corporate governance within an organization, strategy
formulation)

Information Technology (proficiency in the latest information technology sources)
Analytical Skills (articulating and solving both complex and uncomplicated problems)
Integrative Thinking (critical thinking of many factors when solving a problem)

There are 21 nontechnical skills listed in the questionnaires and 19 of these are the emotional
intelligence competencies identified by Goleman et al., (2002) during the conceptualization of
the study. The other two skills included in the nontechnical skills area of the questionnaires
are oral and written communication skills. These communication skills were included because
prior to 2002 the research around nontechnical skills in accounting education focused on
communication (Aiken et al., 1994; Andrews and Koester, 1979; Andrews and Sigband, 1984;
Estes, 1979; Gingras, 1987; Hassall et al., 2005; Montano et al., 2001; Novin et al., 1990;
Rebele, 1985; Zaid and Abraham, 1994). Table 2 lists the nontechnical skills included in the
surveys.

Table 2: Nontechnical Skills (including EI skills*) in Surveys
Oral Communication (effective listening, understanding, speaking)

Written Communication (writing with clarity and precision)
*Emotional Self-Awareness (recognizing one's emotions and their effects)
*Accurate Self-Assessment (knowing one's strengths and limits)
*Self-Confidence (sureness about one's self-worth and capabilities)
*Empathy (sensing others' feelings and perspective)

*Qrganizational Awareness (the ability to read social and political networks in an
organization)

*Service (anticipating, recognizing and meeting client needs )

*Self-Control (keeping disruptive emotions and impulses under control )
*Transparency (displaying honesty, integrity and trustworthiness)

*Adaptability (flexibility in adapting to changing situations or overcoming obstacles )
*Achievement (striving to improve or meet a standard of excellence)

*Initiative (readiness to act and seize opportunities)

*Optimism (persistence in pursuing goals despite obstacles and set-backs)
*Inspiration (inspiring and guiding people)

*Influence (using effective tactics of persuasion)

*Developing Others (encouraging others' abilities through feedback and guidance)
*Change Catalyst (initiating or managing change)

*Conflict Management (negotiating and resolving disagreements)

*Teamwork and Collaboration (cooperatively working with others towards a shared
goal)

*Building Bonds (cultivating and maintaining a web of relationships)



Section two of both questionnaires contain the attribute variables and they vary slightly
between the two groups of respondents. It was anticipated that the responses to the three
questions in section one about the various skills areas would vary according to these
attributes. Thus, there is a potential opportunity to offer new insights with respect to the
population characteristics in keeping with descriptive research design. Appendix B contains a
table summarizing the three main survey questions and how they are directly connected to the
research questions and hypotheses of the study. This table also indicates which studies,
examined as part of the literature review, are significant to these question areas.

In June 2013 the two questionnaires were converted to an online format using a web-hosted
survey program. The survey program SelectSurvey.NET was used because of its ease of
application and functionality. This survey program is used by the Faculty of Business
Administration at Memorial University and is supported by technical staff who are accessible
to the researcher. It should be noted that in the online surveys the respondents were not
identified and the survey responses were anonymous. The anonymity was considered an
important aspect of the surveys because respondents were asked questions about skills and
the workplace. It was planned that, in addition to an online version, a hard copy of the
employer questionnaire would also be available for distribution. This option was considered
given that some members of the employer respondent group might not be as computer literate
as the accounting graduate sample.

After reviewing the questionnaires, the next step was to establish the piloting plan for the
study which is discussed in the next section of the paper. This section of the paper will also
discuss any survey modifications that resulted from the piloting feedback.

Piloting Plan and Survey Modifications

As noted by Oppenheim (1992), “every aspect of a survey has to be tried out beforehand to
make sure it works as intended” (p.47). Pilot testing is important because questions can be
refined if necessary and overall the researcher can ensure that the respondents had no
difficulties in answering the questions (Saunders et al., 2009). Some of the objectives of pilot
testing are to assess questionnaire length, ease of completion, and overall effectiveness of the
survey administration (Sarantakos, 2005; Smith, 2011).

Cooper and Schindler (2011) advise that the pilot group should range from 25-100 subjects.
However, it is noted that "in very small populations or special applications, pilot testing runs
the risk of exhausting the supply of respondents” (Cooper and Schindler, 2011, p.89). The
researcher followed the guidance of Fink (2003) who suggests that the minimum number in a
pilot test should be ten. The two questionnaires for the current study were pilot tested in July
2013. Four accounting graduates and four accounting employers were selected for the pilot
test by the researcher. It was also felt that piloting the surveys to research active academics in
the accounting area would be beneficial. Thus, two academics were also part of the pilot study
for a total of ten pilot test respondents. The link to the online surveys were sent to the
graduate and academic pilot test respondents. For the four employer pilot test respondents,
two were sent the online survey and two were given the survey in hard copy format.

A protocol was developed for each group of pilot test respondents which is included in
Appendix C. Many important issues can arise during the piloting stage and thus the intention
of the protocol was to ensure that all problems were addressed. Many of the items identified in
the pilot test protocols were based on the advice of Saunders et al. (2009) and Smith (2011).

Pilot test respondents were asked to keep notes on the items mentioned in the protocol and
report back to the researcher with their feedback. Appendix D contains a summary of all the
pilot test feedback. In terms of completion time no major problems were identified. The
average time to complete the graduate survey was eight minutes and fifteen minutes for the
employer survey. In terms of the understandability of items in the survey no significant
concerns were identified. While some respondents questioned the meaning of some of the
skills it was noted that respondents liked having a one line explanation for each skill area.
There were no questions raised regarding terms such as "recent graduates" used in the
employer survey.

In both questionnaires graduate and employer attitudes were assessed using a five point
Likert scale. Likert scales are widely used to assess attitudes and the response categories range
between two extreme points with various points in between (Easterby-Smith et al., 1991;
Sarantakos, 2005). Pilot test respondents were asked to assess the appropriateness of the
scales for each question. Again no major issues were identified. One of the academic
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respondents questioned whether a seven point scale would be appropriate. This reviewer was
comfortable with the five point scale once advised that this was common in similar studies in
the research area.

Pilot test respondents were asked to note whether any of the items in the questionnaire made
them feel uncomfortable or uneasy. This area was important given that respondents were
asked several questions about their workplace and university training. No issues were
identified in this regard. In contrast, both academic respondents and one of the employer
respondents did have concerns with the ordering of items in the questionnaires. In the pilot
version of the questionnaires, the skill areas were broken down into two categories and labeled
as such - the 21 "nontechnical skills" first followed by the nine "technical skills". The feedback
on this item was that the technical skills should go first in the questionnaires and that it was
not necessary to label each group of skills. The researcher had questioned the ordering of the
skills prior to the pilot, so this advice was taken and incorporated into the final version of the
guestionnaires.

One other comment about the skills, obtained during the piloting, was about bookkeeping
skills. Pilot test respondents were asked if there were any missing items in the questionnaires.
One of the employer respondents noted that bookkeeping skills are valuable and these are
missing in all students their organization has hired. Albrect and Sack (2000) asked accounting
employers about numerous skills areas including "accounting services" which they explained
to mean bookkeeping functions like accounts receivable, accounts payable, and payroll.
Kavanagh and Drennan (2008) included bookkeeping in the 47 skill areas they studied.
Likewise, another key study for the current research project, Pan and Perera (2012), included
"accounting system and process"” in their skill list. Based on these studies and the piloting
feedback, it was decided to include bookkeeping skills in the final version of the
guestionnaires bringing the total number of skills from 30 to 31.

In terms of survey layout none of the respondents raised any concerns and thought the general
layout was good. The two employer respondents who were given the survey in hard copy
indicated that an online version of the survey would be preferred. Given this feedback it was
decided that for the live version of the survey a link to an online survey would be sent to
accounting employers. If necessary a hard copy could always be sent to employers.

Pilot test respondents were also given the opportunity to provide other comments about the
guestionnaires. A few points were raised and edits were made to the questionnaires. For
example, the academic reviewers noted that the word "perceptions” might be "softer" for
respondents as opposed to "attitudes”. Likewise, the academic reviewers thought that in the
preamble to the questionnaires it should be noted that perceptions about "various" skills are
being "examined" instead of "determining" attitudes about nontechnical and technical skills.
The academic reviewers thought that the questionnaires should not highlight the technical vs.
nontechnical issue in the preamble as it might influence respondents. They also noted that the
word “"determine" implied a precise measurement whereas the word "examined" more
accurately reflected the nature of the study. All of these changes were made in the final version
of the surveys.

Another area that the pilot test respondents commented on was the use of the term
"accounting workplace". Both the employer and academic respondents thought that this term
might be restrictive and possibly confusing and suggested that it just become "workplace".
This change was made in the final questionnaires. In the attribute variables section of both
surveys, there is a question about the type of approved training office the respondent works in.
The academic, employer and graduate pilot test respondents all thought that this question
could be confusing because there was no explanation with respect to firm classification. It was
thought that simply having large, medium and small firms as options would not provide
respondents the clarity needed to correctly answer the question. After consultation with
similar surveys in the CA profession, it was decided to proceed with national, regional and
local firms with the differentiating factors being the geographic reach of the office across
Canada.

The final area of feedback received from the piloting process was about the last skills question.
All groups of pilot test respondents had concerns with question 3 which asked where
accounting graduates should primarily develop each skill. In the pilot version of the
guestionnaires the respondents were having difficulties selecting between the three options
(university accounting programs, ASCA or the workplace). The feedback on this question was
that the question should focus exclusively on university accounting programs as that is the
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purpose of the study. A revision was done of question three and in the final version of the
guestionnaires respondents were asked to evaluate the extent to which each skill area should
be developed in university accounting programs.

In summary, the feedback from the pilot testing did result in some modifications to the
questionnaires. This frequently happens after piloting according to Dillman (2007). The final
version of both questionnaires (in the online format) can be found in Appendix E. The actual
launch of the surveys will be discussed in the next section of the paper.

Survey Administration

The guestionnaires to accounting graduates and employers were distributed electronically by
ASCA with a link to complete the survey online. The survey results are accessible only to the
researcher. In addition to distributing the surveys, ASCA sent reminders (on the direction of
the researcher) to both populations to encourage participation.

Both surveys were launched on August 7, 2013. The accounting graduate survey was sent to
438 ASCA students and the accounting employers survey was sent to 110 approved CA
training offices. The employer survey was sent to the ASCA contact in each office (who is
responsible for student training) with the instructions to forward the email to the CAs in the
office who supervise or manage ASCA students. It is possible that on average between 1-3 CAs
per office had the opportunity to complete the survey. Given that the employer population
number is not quite as defined as the graduate population, the reporting of the response rates
has taken this into consideration.

After one week of the survey launch the response rate was 17% (n=74) for graduates. It is
difficult to calculate a precise response rate for employers given that the actual number of
potential respondents is unknown and could range from 110-330. The number of employer
respondents after the first week of the survey launch was 25. It was anticipated that the
employer responses might be slower than the graduate responses for a couple of reasons.
Having the email with the survey link not go directly to every CA in an approved training office
might be a factor. However, there is no database of every CA in all approved training offices.
Thus, it was determined that the best way to reach these potential respondents was via ASCA's
database of approved CA training offices. Another issue is that August is a popular vacation
time and many employers might be out of the office. It was anticipated that the employer
responses would improve as September approached. As the survey respondents were all
anonymous it was not possible to target nonrespondents specifically. In the meantime the
researcher sent emails to personal contacts in approved CA training offices to encourage
survey completion.

The first survey reminder was sent to both groups on August 15. The graduate response rate
increased to 34% (n-149) and the number of employer responses increased to 46s. The
researcher did have contact with representatives from some of the approved training offices in
response to the emails sent to personal contacts. Some of the offices noted that they chose to
have one staff member complete the survey on behalf of the office. This was a surprising
revelation at first and was not anticipated by the researcher. However, upon investigation and
some anecdotal evidence, it does appear that some CA firms do centralize functions relating to
new hires like recruitment and evaluation. Also, the preliminary employer respondent profiles
would reveal that there were a large number of local firms who participated in the survey and
those with less than 3 articling students thus suggesting many of the respondents were from
small offices. Thus, it is very plausible that many of the 110 approved CA training offices could
only be submitting one employer questionnaire. If more than one survey was submitted by an
office that was acceptable as it would have been completed by a different respondent who was
an "employer".

The second survey reminder was sent on August 29 and the graduate and employer samples
were advised that the last date to complete the surveys was on September 15, 2013. The last
reminder was sent on September 12. As of September 15, 2013 the graduate (n=199) response
rate is 45.4 % and the number of employer respondents is 67. The response rates for the
current study are consistent with the studies reviewed in the accounting education field. In
surveys of accounting graduates, Jackling and Delange (2009) and Carr et al. (2006) reported

5 Note as previously discussed a response rate for the employer survey cannot be precisely calculated.

6 Table 4 in this paper provides the profile of the respondents to the employer survey.

67



response rates of 27% (n=174) and 26.4% (n=237) respectively. Kavanagh and Drennan
(2008) and Howieson et al. (2010) had employer samples of 27 and 47 respectively while Pan
and Perera (2012) had 106 responses from employers. Given that the response rate for
employers could not be calculated as a percentage, the raw response figures were given for the
comparative studies.

The preliminary respondent profile and data from the study will be analyzed and discussed in
the next sections of the paper.

Preliminary Respondent Profile

The analysis of the questionnaire data commenced on August 18, 2013 using the Statistical
Package for Social Sciences (SPSS V.21) with guidance Bryman and Cramer (2011). The
analysis started on August 18 because the deadline for the submission of
this paper was before the close date of the surveys. First, all variables were
identified with the appropriate measure. The data set was then analyzed for missing or
incorrect values. There were only a few missing values and these were left blank in the SPSS
data set.

The data set for the accounting graduates as of August 18 reflects the responses of 152
individuals. The total number of graduate surveys completed by that date was actually 157.
Five surveys were not usable because of extensive missing answers (if any of the 4 main
guestions about the skills areas were 75% incomplete). Table 3 below shows the summary of
the percentages for the graduate attribute variables of gender, ASCA program start date, years
since university graduation, type of university degree, work location, type of approved training
office, co-op work term experience and general work experience.

Table 3: Attribute Variables - Accounting Graduates (n=152)

Gender Male Female - - - 100%

(43.4%) (56.6%)
ASCA 2013 2012 2011 or - - 100%
Program (42.1%) (29.6%) earlier
Start Date (28.3%)
Years since O-lyears | 2years 3 years More - 100%
university (55.3%) (25.0% (11.1%) than 3
graduation years

(8.6%)

University Business/ | Business/ Arts Science Other 100%
Degree Commerc | Commerce (2.0%) (3.9%) (2.0%)

e Co-op

(42.1%) (50.0%)
Work Bermuda | Newfoundland New Nova Prince Edward | 100%
location (3.9%) & Labrador Brunswick Scotia Island

(24.3%) (20.3%) (41.4%) (9.9%)

Type of National Regional firm Local firm Industry Government 100%
approved firm (3.3%) (32.2%) (7.2%) (4.6%)
training (52.6%)
office
Amount of None 1-4 months 5-8 months 9-12 More than 1 100%
cO-op work (46.7%) (7.9%) (13.2%) months year
term (30.3%) (2.0%)
experience
Amount of Less than | 4-8 months 9-12 months 1-2 years More than 2 100%
work 4 months | (7.9%) (17.8%) (17.8%) years
experience (29.6%) (27.0%)
(excluding
co-op work
terms)
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There were slightly more female respondents than male respondents in the accounting
graduate survey so far. The gender balance among ASCA students’ is approximately 50:50 so
the preliminary sample is not that inconsistent with the population. The ASCA students
surveyed are either just starting their programs or finishing their programs. There a few
students in an intermediate type of stage if they have failed a module during their program.
Thus, the reported data for ASCA program start date and years since university graduation are
consistent with the ASCA student profile and program structure. Similarly most students that
start the CA program have undergraduate business degrees (some are co-operative with work
terms) and thus the preliminary results are reflective of this.

The actual breakdown of ASCA students by location iss:

Bermuda - 6%

Newfoundland & Labrador - 23%
New Brunswick - 28%

Nova Scotia - 36%

Prince Edward Island - 7%

The graduate survey respondents from each region are consistent with this breakdown.
Likewise, the majority of approved CA training offices are either national or local firms, as
there are a very small number of regional firms in Atlantic Canada. In terms of government
offices that can train CA students, normally there are only the Auditor's General's Office and
Comptroller General Offices in each province. And there are only a small number of industries
in Atlantic Canada that have been approved to train CA students. This is a growing area of the
CA professional training program.

The data set for the accounting employers as of August 18 reflects 50 responses (51 surveys
were completed but one was not useable due to extensive missing answers). Table 4 below
shows the summary of the percentages for the employer attribute variables of work location,
type of approved training office, area of work specialization and number of articling students.

Table 4: Attribute Variables - Accounting Employers (n=50)

Position Partner Senior Manager CFO/ Other 100%
(14.0 %) manager (20.0%) Controller (28.0%)
(22.0%) (2.0%)
Work Bermuda Newfoundland | New Nova Prince 100%
location (4.0%) & Labrador Brunswick Scotia Edward
(22.0%) (20.0%) (40.0%) Island
(14.0%)
Type of National Regional firm Local firm Industry Government | 100%
approved firm (2.0%) (38.0%) (14.0%) (2.0%)
training (44.0%)
office
Area of work | Financial Management Audit/ Insolvency | Other 100%
specialization | accounting | accounting Assurance (none) (6.0%)
(22.0%) (4.0%) (56.0%)
Number of Lessthan3 | 4-7 More than - - 100%
articling CA (38.0%) (56.0%) 7
students in (6.0%)
office

The type of employer respondents in the survey were primarily in the partner, senior manager,
manager and "other category”. When the other category was included it was thought that this
might apply to employer respondents in an approved training office other than a CA firm who
might not hold the traditional firm title of a partner, senior manager or manager. It is possible

7 Provided by ASCA staff in August 2013.
8 Provided by ASCA staff in August 2013.
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that the "other category"” captured those administrative professionals in the firm who are
responsible for CA student training. The location of the employer survey respondents is
consistent with the actual breakdown of approved CA training offices by location which is®:

Bermuda - 5%

Newfoundland & Labrador - 17%
New Brunswick - 23%

Nova Scotia - 44%

Prince Edward Island - 11%

Given that audit, assurance and financial accounting provide the foundation of the work
performed by CA training offices, it is not surprising that the majority of respondents worked
in these areas. The majority of respondents reporting having 4-7 articling students per office.
This would likely reflect the national offices while the 38% reporting less than 3 articling
students would be the small firms, industry and government approved training offices. It is
not surprising that only 6% of respondents had more than 7 articling students in their office.
Atlantic Canada is relatively small compared to central Canada (e.g. Ontario and Quebec) and
even the national firms in this region are smaller relative to their counterparts in larger
populated regions of Canada.

The next section of the paper will present the preliminary data for the three major questions in
the surveys.

Preliminary Data

At this stage in the data analysis process frequencies and descriptives were performed on both
data sets. Descriptive statistics are designed to provide an overview of the features of the
sample (Easterby-Smith et al., 1991). Appendix F presents the descriptives and frequencies
for each of the 31 skill areas in each of the three survey questions for both questionnaires. In
this section of the paper information from Appendix F will be highlighted in tabular format. It
is noted that in all tables the nontechnical skills will be shaded and the emotional intelligence
competencies will be shaded and underlined.

The first question in the questionnaires was the same for graduates and employers. Both
groups were asked how important or not each of the 31 skill areas are in the workplace. The
response options on the scale went from: very unimportant (1), unimportant (2), neutral (3),
important (4) and very important (5). The numbers in brackets after each option represents
the coding that was used for SPSS purposes.

Table 5 presents the most highly rated skills by employers and graduates according to mean
scores. For employers three of their top five skills were technical and two were nontechnical.
Of the two nontechnical skills, one (transparency) is one of the 19 emotional intelligence
competencies. For graduates four of their top rated skills were technical and one was
nontechnical. It is interesting to note that four skills rated in their top five by both employers
and graduates were the same.

Table 5. The most important rated skill area is in the workplace.

Employers (n=152) Graduates (n=50)
1. Financial Accounting (4.74) 1. Analytical Skills (4.61)
2. Analytical Skills (4.64) 2. Financial Accounting (4.59)
3. Integrative Thinking (4.64) 3. Audit & Assurance (4.55)
4. Oral Communication (4.60) 4. Integrative Thinking (4.54)
5. Transparency (4.60) 5. Oral Communication (4.53)

Table 6 presents the least important rated skills for the workplace as perceived by employers
and graduates according to mean scores. For employers four of their five least important rated
skills were nontechnical and one was technical. All of the four nontechnical skills were

9 Provided by ASCA staff in August 2013.



emotional intelligence competencies. Conversely, for graduates three of their five least
important rated skills were technical and two were nontechnical. It is interesting to note that
three skills (e.g. change catalyst, strategy and governance and influence) were rated in the
bottom five by both employers and graduates. It should be noted that although these skills
were rated the lowest by employers and graduates the mean scores were still between 3.68 -
3.86 which is "important” to "very important” in terms of the scale. Discussion about these
findings will take place in Paper 4.

Table 6. The least important rated skill area is in the workplace.

Employers (n=152) Graduates (n=50)
1. Change Catalyst (3.68) 1. Finance (3.71)
2.Strategy & Governance (3.72) 2. Strategy & Governance (3.72)
3. Conflict Management (3.78) 3. Management Accounting (3.73)
4. Inspiration (3.82) 4. Influence (3.75)
5. Influence (3.82) 5. Change Catalyst (3.86)

After employers and graduates evaluated the importance of each skill area in the workplace
there was one stand alone question (labeled as question 2 in the online surveys) which asked -
overall how would you rate the importance, in the workplace, of nontechnical skills
compared to technical skills. Table 7 presents the results to this question by graduates and
employers. To date there is a remarkable consistency between the employer and graduate
responses to this question. Over 90% of both groups reported that nontechnical skills were
equally as important (if not more important) than technical skills in the workplace.

Table 7. The importance of nontechnical skills compared to technical skills

Employers (n=152) Graduates (n=50)
Nontechnical skills not as important 8.0% 8.6%
as technical skills
Nontechnical skills equally important 74.0% 72.4%
as technical skills
Nontechnical skills  are more 18.0% 19.1%
important as technical skills

The next question in the questionnaires differed slightly for graduates and employers.
Employers were asked the extent to which each skill area was developed in the recent
university accounting gradates hired by their organization. Graduates were asked the extent to
which each skill area was developed as part of their university accounting program. The
response options on the scale were the same for employers and graduates and went from: poor
(1), fair (2), good (3), very good (4) and excellent (5). The numbers in brackets after each
option represents the coding that was used for SPSS. Table 8 presents the results.

Table 8. The most developed skill areas in accounting graduates

Employers (n=152) Graduates (n=50)
1. Teamwork & Collaborations (3.60) 1. Financial Accounting (3.68)
2. Financial Accounting (3.36) 2. Teamwork & Collaborations (3.57)
3. Building Bonds (3.28) 3. Building Bonds (3.34)
4. Achievement (3.26) 4. Management Accounting (3.28)
5. Organizational Awareness (3.24) 5. Achievement (3.26)
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Employers only identified one technical skill (financial accounting) in the top five skills they
identified as being developed in accounting graduates. The remaining four skills were all
emotional intelligence competencies. The results for graduates were very similar. Graduates
reported the most developed skill in their university accounting program was financial
accounting. Management accounting was also in their top five with the remaining three skills
being the emotional intelligence competencies of teamwork and collaborations, building
bonds and achievement. It is worthy to note that four skills rated as the most developed in the
top five by both employers and graduates were the same.

Table 9 presents the least developed skill areas in accounting graduates according to mean
scores reported by employers and graduates. For employers four of their five least developed
skills in graduates were nontechnical and one was technical (strategy and governance). All of
the four nontechnical skills were emotional intelligence competencies. For graduates four of
their five least developed skills were nontechnical and one was technical (information
technology). There was only one skill (change catalyst) overlap in employers and graduates
attitudes on this item with respect to their lowest rated skills.

Table 9. The least developed skill areas in accounting graduates

Employers (n=152) Graduates (n=50)
1. Strategy & Governance (2.28) 1. Emotional Self-Awareness (2.24)
2. Change Catalyst (2.34) 2. Empathy (2.30)
3. Conflict Management (2.34) 3. Service (2.31)
4. Accurate Self-Assessment (2.38) | 4. Change Catalyst (2.38)
5. Influence (2.38) 5. Information Technology (2.41)

The last main question in both questionnaires was the same and it asked respondents the
extent to which each skill area should be developed in university accounting programs. The
response options on the scale were the same for employers and graduates: no development (1),
some development (2), good development (3), very good development (4) and excellent
development (5). The numbers in brackets after each option represents the coding that was
used for SPSS purposes. Table 10 presents the highest ranked results for this question.

Table 10. The most rated skill areas for development in university accounting
programs

Employers (n=152) Graduates (n=50)
1. Written Communication (4.30) 1. Financial Accounting (4.45)
2. Oral Communication (4.24) 2. Audit & Assurance (4.25)
3. Financial Accounting (4.22) 3. Integrative Thinking (4.25)
4. Analytical Skills (4.22) 4. Analytical Skills (4.20)
5. Teamwork & Collaborations (4.16) | 5. Oral Communication (4.17)

For employers four of their five most rated skills for development in university accounting
programs were nontechnical and one of these was an emotional intelligence competency
(teamwork and collaborations). The technical skill was financial accounting which was also
rated as the highest in terms of importance in the workplace. For graduates all but one of their
top rated skills for development in university accounting programs were technical and the one
nontechnical skill was not an emotional intelligence competency. There were similarities in
the top rated skills as three skill areas were in the top five for both employers and graduates.

Table 11 concludes the presentation of the preliminary data by displaying the least rated skills
for development in university accounting programs as perceived by employers and graduates.
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Table 11. The least rated skill areas for development in university accounting
programs

Employers (n=152) Graduates (n=50)
1. Change Catalyst (2.88) 1. Emotional Self-Awareness (3.28)
2. Empathy (2.92) 2. Empathy (3.28)
3. Influence (2.98) 3. Influence (3.30)
4. Inspiration (3.02) 4. Inspiration (3.32)
5. Emotional Self-Awareness (3.04) | 5. Self-Control (3.38)
Change Catalyst (3.38)

Employers and graduates had similar perceptions about the skills above as the five least
ranked skills for development in university accounting programs are also the five lowest
ranked skills by graduates. It is interesting to note that all of these skills are competencies of
emotional intelligence. Also, there were no mean scores for any of the skill areas (by either
group of respondents) in the 1-2 range indicating "no development” or "some development”.

Given that the surveys are not closed yet and the data sets are not complete, it is too early to
evaluate the research questions and the existing hypotheses for the study. The next steps in
data collection and data analysis will be discussed in the final section of the paper.

Next Steps and Concluding Remarks

The next steps for the study involve closing the surveys shortly after September 15 and
updating the SPSS data set for the remaining respondent entries. Then a number of tests will
be performed to assess the reliability and validity of the measures. Once that is completed the
detailed data analysis will take place. Ultimately the research questions and hypotheses of the
study will drive this analysis. In evaluating the options available, six key studies in the
research area were reviewed with respect to data analysis and presentation of results.

Pan and Perera (2012) analyzed the responses from employers about the skill composition of
undergraduate programs through the technique of frequency distribution. Cook et al. (2011)
constructed a correlation matrix to analyze the attribute and El variables in their study.

As noted earlier exploratory surveys/studies have the potential to develop other hypotheses
and insights. Associations between two or more variables can be explored by calculating
correlations and covariances. As noted by Field (2000) “calculating the covariance is a good
way to assess whether two variables are related to each other"(p.73). Factor analyses could
also be perfumed to determine whether there are clusters of large correlation coefficients
between subsets of variables. Field (2000) notes that those variables could be "measuring
aspects of the same underlying dimensions ....known as factors or latent variables" (p.423).
Kavanagh and Drennan (2008) used factor extraction on the 47 skill variables in their study
using principal component analysis with VARIMAX rotation (Field, 2000). The result was that
eight factors or components emerged "which collectively explained 63.65% of the variance
among the items” (p.288).

Montano et al. (2001) surveyed accounting employers in the UK about the importance and
exhibited level of communication, interpersonal and problem-solving skills in recent
accounting graduates. In addition to calculating means and ranking for the skill areas, they
performed an integrated analysis of the two variables in a strategic map. "The strategic map is
a graphic tool used in quality projects to prioritize actions thereby directing attention to those
items that have a combination of high importance and low level" (Montano et al., 2001, p.
307). Similarly Hassall et al. (2005) surveyed accounting employers in the UK and Spain
about the importance and performance level of various skills. The researchers calculated a
weighted importance indicator in order to identify the skills that require major development.
Finally, Richardson (2005) calculated a "preparation gap" by taking the "difference in the
mean scores of perceptions of skills that graduates actually bring to the job and perceptions of
the preparation respondents would reasonably expect an entry-level management accountant
to have" (p.60).
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As noted there are many choices with respect to data analysis for the current study which will
be investigated over the next two months. The responses rates for both surveys in the current
study are consistent with published studies in the field, creating the potential for meaningful
data analysis. The research results, upon further analysis, have the potential to be important
to professional accounting programs and the accounting profession. This study will contribute
to a broader understanding of the skill set (particularly the emotional intelligence skills)
valued by accounting employers and accounting graduates.
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Pilot

Accounting Graduate Survey

This questionnaire is designed to determine the attitudes of
accounting graduates towards the nontechnical and technical
skills for accounting graduates in the accounting workplace.

Your participation, which is voluntary, is very important to the
survey’s findings. The questionnaire will take approximately
10 minutes to complete. Your name will not be recorded on
the questionnaire and results will only be communicated at
an aggregate level. Informed consent is deemed as given
through participation in the survey.

Thank-you for your co-operation and time.
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Section 1: Inthis three-part section you will be asked a number of
questions about nontechnical and technical skills areas. On the basis of
your experience please select the appropriate box.

(recognizing one's
emotions and their
effects)

2. Accurate Self-
Assessment
(knowing one's
strengths and
limits)

3. Self-Confidence
(sureness aboutone's
self-worth and
capabilities)

4. Empathy
(sensing others'
feelings and
perspective)

. Very . Very
Skill Area unimportant | Unimportant | Neutral | Important | | mnortant
Nontechnical Skills
1. Emotional Self-
Awareness C - - @ C

5. Organizational
Awareness (the
ability to read social
and political
networks in an
organization)

6. Service
(anticipating,
recognizing and
meeting client
needs)




7. Self-Control
(keeping
disruptive
emotions and
impulses under
control )

8. Transparency
(displaying
honesty, integrity
and
trustworthiness)

9.
Adaptability
(flexibility in
adapting to
changing
situations or
overcoming

10. Achievement
(striving to improve
or meet a standard
of excellence)

O

O

O

c

obstacles Z

O

11. Initiative
(readiness to
act and seize
opportunities )

12. Optimism
(persistence in
pursuing goals
despite obstacles and
set-backs)

13.Inspiration
(inspiring and guiding
people)

14. Influence
(using
effective
tactics of
persuasion)




15. Developing
Others
(encouraging
others' abilities
through feedback
and guidance)

16. Change Catalyst
(initiating or
managing change)

17. Conflict
Management
(negotiating and
resolving
disagreements)

18. Teamwork
and
Collaboration
(cooperatively
working with
others towards a
shared goal)

19. Building Bonds
(cultivating and
maintaining a web
of relationships)

20. Oral
Communicatio
n (effective
listening,
understanding,
speaking)

21. Written
Communication
(writing with clarity
and precision)

Technical Skills




22. Financial
Accounting
Expertise
(interpretation and
application of
relevant
accounting

23.  Management
Accounting
Expertise
(budgeting, costing,
performance
measurement)

24. Taxation
Expertise
(personal and
corporate tax
preparation)

25. Audit and
Assurance
Expertise (financial
statement auditing
and other assurance
services)

26.

Finance
Expertise
(financial
analysis and
planning)

27. Strategy and
Governance
Expertise (role of
corporate
governance within
an organization,
strategy
formulation)

28.  Information
Technology
Expertise
(proficiency in the
latest information
technology
sources)

29. Analytical
Skills (articulating
and solving both
complex and
uncomplicated
problems)




30.

importance, in the
accounting
workplace, of
nontechnical skills
compared to

Integrative O (@ (@ @ O
Thinking
(critical
thinking of
many factors
when solving a
problem)
i Non-
Non-technical Non- technical
skills not as || technical skills more
important as skills important
technical skills || equally than
important technical
to skills
technical
31. Overall how
wouldyou rate the O (&) (&)

Skill Area

Poor

Fair

Good

good

Excellent

Nontechnical Skills

1. Emotional Self-
Awareness
(recognizing one's
emotions and their
effects)

2. Accurate Self-
Assessment
{(knowing one's
strengths and limits)

3. Self-
Confidence
(sureness about
Ione's self- worth
and capabilities)




4. Empathy
(sensing others'
feelings and
| perspective)

5. Organizational
Awareness (the
ability to read social
and political networks
in an organization)

meeting client needs)

7. Self-Control
(keeping disruptive
emotions and
impulses under

8. Transparency
(displaying honesty,
integrity and
trustworthiness)

9. Adaptability
(flexibility in
adapting to
changing
situations or

10. Achievement
(striving to improve
or meet a standard of

(persistence in pursuing
goals despite obstacles
and set-backs)

13.Inspiration
(inspiring and guiding
people)

14. Influence




16. Change Catalyst

(negotiating and

18. Teamwork and
Collaboration
(cooperatively
working with others
towards a shared

c

O

O

c

(initiating or managing C C O O O
lichange)

17. Conflict

Management C C 0 C C

resolving
|disagreements)

O

19. Building Bonds
(cultivating and
maintaining a web of
relationships)

20. Oral
Communication
(effective
listening,
understanding,

21. Written
Communication
(writing with clarity
and precision)

Technical Skills

22. Financial
Accounting
Expertise
(interpretation and

23. Management
Accounting

Expertise (budgeting,
costing,  performance
measurement)

24. Taxation
Expertise
(personal and
corporate tax
preparation)

25. Audit and
Assurance Expertise




27. Strategy and
Governance
Expertise (role of
corporate governance
within an
organization, strategy
formulation)

28. Information
Technology
Expertise
(proficiency in the
latest  information
technology sources)

29. Analytical Skills
(articulating and
solving both complex
and uncomplicated
Iproblems)

30. Integrative
Thinking

| (critical thinking
of many factors
when solving a

Iproblem)
Part C.
skill area,
. . Professional
. University Accounting Workplace/Work
Skill Area Accounting Program (e.g. Experience
Program ASCA)

{INontechnical Skills

1. Emotional Self-

Awareness &) O O

(recognizing one's
emotions and their
effects)




2. Accurate Self-
Assessment (knowing
one's strengths and
limits)

3. Self-
Confidence
(sureness about
one's self- worth

5. Organizational
Awareness (the ability
to read social and
political networks in an

(anticipating,
recognizing and
meeting client needs)

(keeping disruptive
emotions and

8. Transparency
(displaying honesty,
integrity and
trustworthiness)

9. Adaptability
(flexibility in
adapting to
changing
situations or
overcoming
obstacles )

10. Achievement
(striving to improve or
meet a standard of
excellence)

11. Initiative
(readiness to act
and seize
opportunities)

12. Optimism
(persistence in pursuing
goals despite obstacles
and set-backs)




13.Inspiration
(inspiring and guiding
{people)

14. Influence
(using effective
tactics of
Ipersuasion)

15. Developing
Others
(encouraging others'
|abilities through

feedback and
guidance)

16. Change Catalyst
(initiating or managing
change)

17. Conflict
Management

19. Building Bonds
(cultivating and
maintaininga web of
relationships)

20. Oral
Communication
(effective
listening,
understanding,
speaking)

21. Written
Communication
(writing with clarity
and precision)

Technical Skills




22. Financial
Accounting
Expertise
(interpretation and
application of
relevant accounting
standards)

23. Management
Accounting

Expertise (budgeting,
costing,  performance
measurement)

24. Taxation
Expertise
(personal and
corporate tax
preparation)

25. Audit and
Assurance Expertise
(financial statement
auditing and other
assurance services)

Expertise (role of
corporate governance
within an
organization, strategy

latest  information
technology sources)

29. Analytical Skills
(articulating and
solving both complex
and uncomplicated
problems)

30. Integrative
Thinking
(critical thinking
of many factors
when solving a
problem)




Section 2:  The following information is more personal and will allow us to compare results by respondent
profiles. Please remember that all information you provide is entirelyanonymous.

1. Gender: OMale OFemale

2.ASCA programstart date [0 2013

O 2012

[0 2011 or earlier

3. Years since university graduation 1 year a 2 years
1 3 years [J more than 3 years
4. University Degree  [OBusiness/ Commerce OBusiness/Commerce Co-op
O Arts OScience COther
5. Work Location: [ONova Scotia OPrince Edward Island
[OBermuda
[ New Brunswick [ONewfoundland & Labrador

6. Type of Approved CA Training Office youworkin

large firm

medium sized firm
small firm
industry
government

ooooao

7. Amount of work experience you had when you started working full time after university
graduationwith the approved training office:

[ less than 3 months [ 3-6 months [ 6 months — 1 year
O 1 year [ 2 years [ more than 2 years



Pilot

Accounting Employer Survey

This questionnaire is designed to determine the
attitudes of accounting employers towards the
nontechnical and technical skills for accounting
graduates in the accounting workplace.

Your participation, which is voluntary, is very important to
the survey’s findings. The questionnaire will take
approximately 10 minutes to complete. Your name will not
be recorded on the questionnaire and results will only be
communicated at an aggregate level. Informed consent is
deemed as given through participation in the survey.

If you are completing the hard copy version of this
guestionnaire please mail the completed form in the self-
addressed postage paid envelope which is provided.

Thank-you for your co-operation and time.




Section 1: In this three-part section you will be asked a number of questions
about nontechnical and technical skills areas. On the basis of your experience
please select the appropriate box.

Skill Area

Very
unimportant

Unimportant

Neutral

Important

Very
Important

Nontechnical Skills

1. Emotional Self-
Awareness (recognizing
one's emotions and their
effects)

2. Accurate Self-
Assessment (knowing
one's strengths and
limits)

3. Self-Confidence
/l(sureness about one's self-
worth and capabilities)

4. Empathy
(sensing others'
feelings and
perspective)

5. Organizational
Awareness (the ability
to read social and
political networks in an
organization)

6. Service

(Anticipating,
recognizing and meeting
client needs )

7. Self-Control
(keeping disruptive emotions
and impulses under control )

8. Transparency
(displaying honesty, integrity
and trustworthiness)




9. Adaptability
(flexibility in adapting to
changing situations or
overcoming obstacles )

10. Achievement
(striving to improve or
meet a standard of
excellence)

11. Initiative
(readiness to act
and seize
opportunities )

12. Optimism

(persistence in pursuing
goals despite obstacles and
set-backs)

13.Inspiration
(inspiring and guiding people)

14. Influence
(using effective tactics of
persuasion)

15. Developing Others
(encouraging others'
abilities through feedback
and guidance)

16. Change Catalyst
I(initiating or managing
change)

17. Conflict
Management
(negotiating and
resolving
disagreements)

18. Teamwork and
Collaboration
(cooperatively working
with others towards a
shared goal)

19. Building Bonds
(cultivating and
maintaining a web of
relationships)




20. Oral
Communication
(effective listening,
understanding,
speaking)

21. Written
Communication
(writing with clarity and
precision)

Technical Skills

22. Financial Accounting
Expertise (interpretation and
application of relevant
accounting standards)

23. Management
Accounting  Expertise
(budgeting, costing,
performance
measurement)

24. Taxation

Expertise (personal
and corporate tax
preparation)

25. Audit and
Assurance Expertise
(financial statement
auditing and other
assurance services)

26. Finance Expertise
(financial analysis and
planning)

27. Strategy and
Governance Expertise
(role of corporate
governance within an
organization, strategy
formulation)

28.Information Technology
Expertise (proficiency in the
latest information technology
sources)

29. Analytical Skills
(articulating and solving
both complex and
uncomplicated
problems)




30. Integrative Thinking
(critical thinking of many
factors when solving a
problem)

Non-technical
skills not as
important as
technical
skills

Non-technical
skills equally
important to
technical
skills

Non-
technical
skills more
important
than
technical
skills

31. Overall how would you
rate the importance, in the
accounting workplace, of
nontechnical skills
compared to technical
skills?

Part B. Indicate the extent to which each skill area is developed in the
P - | A ired

Skill Area

Poor

Fair

Good

Very good

Excellent

Nontechnical Skills

1. Emotional Self-
Awareness (recognizing
one's emotions and their
effects)

2. Accurate Self-
Assessment (knowing
one's strengths and
limits)

3. Self-Confidence
(sureness about one's
self-worth and

4. Empathy
(sensing others'
feelings and
perspective)

5.0rganizational
Awareness (the ability
to read social and
political networks in an
organization)




6. Service
(anticipating,
recognizing and
meeting client needs )

7. Self-Control
(keeping disruptive
emotions and impulses
under control )

8. Transparency
(displaying honesty,
integrity and
trustworthiness)

9. Adaptability
(flexibility in adapting to
changing situations or
overcoming obstacles )

10. Achievement
(striving to improve or
meet a standard of
excellence)

11. Initiative
(readiness to act
and seize
opportunities )

12. Optimism
(persistence in pursuing
goals despite obstacles
and set-backs)

13.Inspiration
(inspiring and guiding
people)

14. Influence
(using effective
tactics of
persuasion)

15. Developing Others
(encouraging others'
abilities through
feedback and guidance)

16. Change Catalyst
(initiating or managing
change)




17. Conflict
Management
(negotiating and
resolving
disagreements)

18. Teamwork and
Collaboration
(cooperatively
working with others
towards a shared
goal)

19. Building Bonds
(cultivating and
maintaining a web of
relationships)

20. Oral
Communication
(effective
listening,
understanding,
speaking)

21. Written
Communication
(writing with clarity
and precision)

Technical Skills

22. Financial Accounting

Expertise (interpretation

and application of relevant

accounting standards)

23.Management
Accounting Expertise
(budgeting,  costing,
performance
measurement)




Skill Area

Poor

Fair

Good

Very good

Excellent

24. Taxation
Expertise (personal
and corporate tax
preparation)

25. Audit and
Assurance
Expertise
(financial
statement
auditing and
other assurance
services)

26. Finance
Expertise
(financial analysis
and planning)

27. Strategy
and
Governance
Expertise (role
of corporate
governance
within an
organization,
strategy
formulation)

28.
Information
Technology
Expertise
(proficiency in
the latest
information
technology
sources)

29. Analytical
Skills
(articulating
and solving
both complex
and
uncomplicated
problems)

30. Integrative
Thinking (critical
thinking of many
factors when
solving a problem)




Part C. Indicate where vou believe that university accounting graduates should primarily develop each
skill area,

Professional

_ University Accounting Workplace/Work
Skill Area Accounting Program (e.g. Experience
Program ASCA)

Nontechnical Skills

1. Emotional Self-Awareness
(recognizing one's emotions and C r‘ C
their effects)

2. Accurate Self-Assessment
(knowing one's strengths and C r‘ C
limits)

3. Self-Confidence
(sureness about one's self-worth ] O O
and capabilities)

4. Empathy
(sensing others' feelings O O O
and perspective)

5. Organizational Awareness
(the ability to read social and

political networks in an C 0 »)
organization) '

6. Service
(anticipating, recognizing and O O O
meeting client needs )

7. Self-Control
(keeping disruptive emotions and O O O
impulses under control )

8. Transparency
(displaying honesty, integrity and O O O
trustworthiness)

9.Adaptablity
(flexibility in adapting
to changing situations c O c
or overcoming
obstacles )




10. Achievement
(striving to improve or meet a
standard of excellence)

11. Initiative
(readiness to act and
seize opportunities )

12. Optimism

(persistence in pursuing goals
despite obstacles and set-
backs)

13.Inspiration
(inspiring and guiding people)

14. Influence
(using effective tactics
of persuasion)

15. Developing Others
(encouraging others' abilities
through feedback and
guidance)

16. Change Catalyst
(initiating or managing change)

17. Conflict
Management
(Negotiating and
resolving

disagreements)

18. Teamwork and
Collaboration
(cooperatively working
with others towards a
shared goal)

19. Building Bonds
(cultivating and maintaining
a web of relationships)

20. Oral
Communication
(effective listening,
understanding,
speaking)

21. Written
Communication (writing
with clarity and precision)

Technical Skills

22. Financial Accounting
Expertise (interpretation and
application of relevant
accounting standards)




23.Management
Accounting Expertise
(budgeting, costing,
performance measurement)

24. Taxation Expertise
(personal and corporate tax
preparation)

25. Audit and Assurance
Expertise (financial
statement auditing and other
assurance services)

26. Finance Expertise
(financial analysis and
planning)

27. Strategy and
Governance Expertise (role
of corporate governance
within an organization,
strategy formulation)

28.Information
Technology Expertise
(proficiency in the latest
information technology
sources)

29. Analytical Skills
(articulating and solving
both complex and
uncomplicated problems)

30. Integrative Thinking
(critical thinking of many
factors when solving a
problem)




Section 2: The following information is more personal and will allow us to compare results by respondent
profiles. Please remember that all information you provide is entirely anonymous.

1. Your Position:

[ Partner

] Senior manager
O Manager

L] CFO/Controller
O Other

2. Your Location: [ Nova Scotia [ Prince Edward Island

] New Brunswick ] Newfoundland & Labrador

3. Type of Approved CA Training Office you work in

large firm

medium sized firm
small firm
industry
government

ooooo

4. Approximate number of articling CA students in your office this year

[Less than 3 04-7 Omore than

5. Area of work specialization
[JFinancial Accounting
[IManagement Accounting
[JAssurance
[1Tax
UInsolvency
[10ther



Appendix B

Summary of Research Questions, Survey Questions, Hypotheses and Key

Studies
Research Survey Hypotheses Key Studies
Questions Questions
1. What technical Section One (Part | H1 - There is a gap Albrecht and Sack,
and nontechnical A): The between the attitudes of | 2000; Bui and Porter,

skills are viewed as
important by
accounting
graduates and
employers in the
accounting
workplace?

importance or not
of each skills area
in the accounting

workplace.

accounting employers
and graduates about the
importance of emotional
intelligence skills
required in the
accounting workplace.

2010; De Lange et al.,
2006; Jones and
Abraham, 2008;
Jackling and De Lange,
2009; Kavanagh and
Drennan, 2008;
Richardson, 2005;
Stivers and Onifade,
2011; Wells et al., 2009.

2. To what extent
have these
technical and
nontechnical skills
been developed in

Section One (Part
B): The extent to

which each skills

area is developed
in accounting

H2 - There is a gap
between the attitudes of
accounting employers
and graduates about the
extent of the

Hancock et al., 2009;
Jacking and De Lange,
2009; Richardson,
2005.

university graduates. development of the
accounting emotional intelligence
graduates? skills of accounting
graduates.
3. Where do Section One (Part | H3: Accounting Kavanagh and Drennan,
accounting A): The employers and 2008; Pan and Perera,

graduates and
employers believe
that accounting
graduates should
develop these
technical and
nontechnical
skills?

importance or not
of each skills area
in the accounting
workplace.
Section One (Part
C): Where
accounting
graduates should
primarily develop
each skills area.

graduates expect
correspondence between
the emotional
intelligence skills seen
as important in the
accounting workplace
and those covered in
university accounting
programs.

2012.
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Pilot Test Protocol - Accounting Employers

Respondents: Five accounting employers (two via online survey and three
via hard copy surveys).

Message to Pilot Test Respondents: This survey is designed to determine
the attitudes of accounting employers towards the nontechnical and technical
skills for accounting graduates in the accounting workplace. We appreciate
your willingness to help us pilot test the survey and provide us some feedback
on your understanding and perception of the survey items. Your individual
responses in the pilot test phase are not going to be recorded or reported to
anyone except those who are designing the survey.

Process:

1. The link to the online survey is emailed to two accounting employers. The
hard copy survey is sent by fax to three accounting employers.

2. Respondents will be asked to keep notes on the questions asked in this
document (items 3-10).

3. Respondents will be asked to time how long it takes them to complete the
survey.

4. Respondents will be asked to assess how understandable each item on the
survey was. Was the meaning of the question clear and straightforward? Did
you have to read the item more than once to understand?

5. Respondents will asked to assess the scale used in each question. Did the
scale provide an appropriate way to respond? Was the item written in a way
that you could have answered it in more than one way?

6. Respondents will be asked to assess whether any of the items made them
feel uncomfortable to answer.

7. Respondents will be asked to assess the ordering of items (e.g. nontechnical
vs. technical skills).

8. Respondents will be asked to comment on whether they felt there were any
items missing from the survey given the survey topic.

9. Respondents will be asked to assess the layout of the survey.

10. Respondents will be asked whether they have any other comments on the
survey.
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Pilot Test Protocol - Accounting Graduates

Respondents: Five accounting graduates.

Message to Pilot Test Respondents: This survey is designed to determine
the attitudes of accounting graduates towards the nontechnical and technical
skills for accounting graduates in the accounting workplace. We appreciate
your willingness to help us pilot test the survey and provide us some feedback
on your understanding and perception of the survey items. Your individual
responses in the pilot test phase are not going to be recorded or reported to
anyone except those who are designing the survey.

Process:
1. The link to the online survey is emailed to five accounting graduates.

2. Respondents will be asked to keep notes on the questions asked in this
document (items 3-10).

3. Respondents will be asked to time how long it takes them to complete the
survey.

4. Respondents will be asked to assess how understandable each item on the
survey was. Was the meaning of the question clear and straightforward? Did
you have to read the item more than once to understand?

5. Respondents will asked to assess the scale used in each question. Did the
scale provide an appropriate way to respond? Was the item written in a way
that you could have answered it in more than one way?

6. Respondents will be asked to assess whether any of the items made them
feel uncomfortable to answer.

7. Respondents will be asked to assess the ordering of items (e.g. nontechnical
vs. technical skills).

8. Respondents will be asked to comment on whether they felt there were any
items missing from the survey given the survey topic.

9. Respondents will be asked to assess the layout of the survey.

10. Respondents will be asked whether they have any other comments on the
survey.
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Pilot Test Protocol - Academics

Respondents: Two research active accounting/finance academics.

Message to Pilot Test Respondents: This survey is designed to determine
the attitudes of accounting employers and accounting graduates towards the
nontechnical and technical skills for accounting graduates in the accounting
workplace. We appreciate your willingness to help us pilot test the survey and
provide us some feedback on your understanding and perception of the survey
items. Your individual responses in the pilot test phase are not going to be
recorded or reported to anyone except those who are designing the survey.

Process:
1. The link to the online surveys is emailed to the two academics.

2. Respondents will be asked to keep notes on the questions asked in this
document (items 3-10).

3. Respondents will be asked to time how long it takes them to complete the
survey.

4. Respondents will be asked to assess how understandable each item on the
survey was. Was the meaning of the question clear and straightforward? Did
you have to read the item more than once to understand?

5. Respondents will asked to assess the scale used in each question. Did the
scale provide an appropriate way to respond? Was the item written in a way
that you could have answered it in more than one way?

6. Respondents will be asked to assess whether any of the items made them
feel uncomfortable to answer.

7. Respondents will be asked to assess the ordering of items (e.g. nontechnical
vs. technical skills).

8. Respondents will be asked to comment on whether they felt there were any
items missing from the survey given the survey topic.

9. Respondents will be asked to assess the layout of the survey.

10. Respondents will be asked whether they have any other comments on the
survey.
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Pilot Test Results - Accounting Employers

Pilot Test Respondents - 4 accounting employers

Pilot Respondent Respondent Respondent | Respondent
Questions | #1 #2 # 3 (paper # 4 (paper
(online survey) (online survey) | survey) survey)
Time to 13 minutes 20 minutes 15 minutes 15 minutes
complete
survey
Understanda | Understandable Understandable Understandabl | Understandabl
bility of and clear (only and clear e and clear e and clear.
items question around (glad there
meaning of were one line
Organizational explanations of
Awareness skill). the itemsin
the survey).
Scales Scales were Scales were Scales were Scales were
appropriate. appropriate. appropriate appropriate.
Any items No No No No
uncomfortab
le
Ordering of | Technical skills Good Good Good
items should go first.
Really liked that
technical skills
included items like
strategy,
integrative
thinking and
analytical skills.
Items No Bookkeeping No No
missing form skills are valuable
survey and these are
missing in all
students we hire.
Layout of Good Good Good - would | Good - would
survey prefer online prefer online
survey. survey.
Other Clarify accounting | Many boxes could | Many boxes Size of firm .
comments workplace and have been could have Could be
types of CA firm. checked in been checked confusing as
"Workplace" is guestion 3 about | in question 3 some national
clear and type of where skills about where firms have
firm needs better should be skills should small offices.

differentiator.

developed.

be developed.
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Pilot Test Results - Accounting Graduates

Pilot Test Respondents - 4 accounting graduates

Pilot Respondent | Respondent | Respondent | Respondent
Questions | #1 #2 # 3 #A4
Time to 7.5 minutes 7 minutes 8 minutes 10 minutes
complete
survey
Understand | Understandabl | Understandabl | Understandabl | Understandabl
ability of e and clear e and clear e and clear e and clear.
items (only question | (glad there (only question
around clarity | were one line around clarity
of the Building | explanations of | of the
Bonds skill - the itemsin Emotional
does the survey). Self-
relationships Awareness
mean personal skill- does this
and/or work)? mean
emotions in
personal
and/or work
life)?
Scales Scales were Scales were Scales were Scales were
appropriate. appropriate. appropriate. appropriate but
not sure what
neutral meant.
Any items No No No No
uncomforta
ble
Ordering of | Good Good Good Good
items
Items No No No No
missing
form survey
Layout of Good Good Good Good
survey
Other Many boxes Many boxes In last section | Not sure how
comments | could have could have how do you size of firmis
been checked been checked define work determined in
for question 3 | for question 3 | experience? question about
about where about where Are summer where you
skills should skills should jobs in the work. Maybe as
be developed be developed. | recreation area | place of work
although the Maybe included or just have firm,
guestion did guestion just business industry or
say should just ask | type jobs? government.
"primarily". if you wished Could be
This was these skills confusing as
difficult to were some national
answer. developed at firms have
university. small offices.
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Pilot Test Results - Academics

Pilot Test Respondents - two academic researchers in accounting and finance
area. Academics reviewed both accounting graduate and accounting employer

surveys.

Pilot Questions

Respondent # 1

Respondent # 2

Time to complete
survey

15 minutes

10 minutes

Understandability
of items

Understandable and
clear.

Understandable and
clear.

Scales Scales were appropriate. | Scales were appropriate.
Would a 7 point scale be
appropriate?

Any items No No

uncomfortable

Ordering of items

Technical skills should

Technical skills should

go first. go first.
Items missing No No
form survey
Layout of survey | Good Good

Other comments

Conceal purpose of study
- inintro say "various
skills" instead of "non-
technical vs. technical™.
And instead of the word
to "determine" attitudes
"examine" or "analyze" is
better as determine
implies precisely
measure.

In question one should it
say how important
instead of how
important or not?

Not sure how size of firm
is determined. Maybe as
type of office you work in
Section B just have firm,
industry or government.

Perceptions is a less
loaded word than
attitudes. | think this
survey is really assessing
perceptions rather than
attitudes.

Many boxes could have
been checked in question
3 about where skills
should be developed.
This could be confusing
to employers and
graduates. If the research
project is about skills in
university accounting
programs you should be
asking exclusively about
the role of these skills in
university - not the
professional program or
workplace.

Don't like accounting
workplace - just
workplace is sufficient.
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B Accounting Employer Survey

=

Page 1
Accounting Employer Survey

This questionnaire is designed to examine the perceptions of employers of accounting graduates
about various skills in university accounting programs and the workplace.

Your participation, which is voluntary, is very important to the survey’s findings. The
questionnaire will take approximately 10-15 minutes to complete. The survey will time out after
60 minutes and responses will not be saved so please ensure you complete the survey within
this time period.

Your name will not be recorded on the questionnaire and results will only be communicated at an
aggregate level. Informed consent is deemed as given through participation in the survey.

Thank-you for your co-operation and time.

Peggy Coady, FCA
Memorial University of Newfoundland

I.E_

Page 2
Section A

In this four-part section you will be asked a number of questions about various skills.
On the basis of your experience please select the appropriate response.

Indicate how important or not you believe each skill area is in the workplace.

Very
unimportant

Very

Unimportant Neutral Important .
important

1. Financial

Accounting

(interpretation and O O O O O
application of relevant

accounting standards)

2. Bookkeeping (bank

reconciliation, journal O O O O O

entry preparation,
monthly accounting)

3. Management
Accounting

(budgeting, costing, O O O O O
performance
measurement)

4. Taxation (personal

and corporate tax O O O O O
preparation)

5. Audit and

Assurance (financial

statement auditing and O O O O O

other assurance
services)

6. Finance (financial O O @) O O

analysis and planning)

7. Strategy and
Governance (role of

corporate governance O O O O @)




within an organization,
strategy formulation)

8. Information
Technology
(proficiency in the
latest information
technology sources)

9. Analytical Skills
(articulating and
solving problems)

10. Integrative
Thinking (critical
thinking of many
factors when solving a
problem)

11. Oral
Communication
(effective listening,
understanding,
speaking)

12. Written
Communication
(writing with clarity and
precision)

13. Emotional Self-
Awareness
(recognizing one's
emotions and their
effects)

14. Accurate Self-
Assessment (knowing
one's strengths and
limits)

15. Self-Confidence
(sureness about one's
self-worth and
capabilities)

16. Empathy (sensing
others' feelings and
perspective)

17. Organizational
Awareness (the ability
to read social and
political networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs )
19. Self-Control
(keeping disruptive
emotions and impulses
under control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing situations
or overcoming
obstacles )

22. Achievement
(striving to improve or
meet a standard of




excellence)
23. Initiative

(readiness to act and O O O O O

seize opportunities )
24. Optimism

(persistence in pursuing O o) o) O o)

goals despite obstacles
and set-backs)

25.

Inspiration (inspiring O O O O O
and guiding people)

26. Influence (using

effective tactics of O O O O O

persuasion)
27. Developing

Others (encouraging O O O O O

others' abilities through
feedback and guidance)

28. Change Catalyst

(initiating or managing @) @) @) @) O
change)

29. Conflict

Management

(negotiating and O O O @) @)
resolving

disagreements)

30. Teamwork and
Collaboration

(cooperatively working O O @) @) @)

with others towards a
shared goal)

31. Building Bonds

(cultivating and o) @) O @) O

maintaining
relationships)

Overall how would you rate the importance, in the workplace, of nhontechnical skills
compared to technical skills?

Nontechnical skills Nontechnical skills Nontechnical skills
not as important as equally important to more important than
technical skills technical skills technical skills

Overall how would you

rate the importance, in

the workplace, of

nontechnical skills O O O
compared to technical

skills?

Page 3

Indicate the extent to which each skill area is developed in the recent university
accounting graduates your organization has hired.

Poor Fair Good Very Good Excellent

1. Financial

Accounting

(interpretation and O O O O O
application of relevant

accounting standards)




2. Bookkeeping (bank
reconciliation, journal
entry preparation,
monthly accounting)

3. Management
Accounting
(budgeting, costing,
performance
measurement)

4. Taxation (personal
and corporate tax
preparation)

5. Audit and
Assurance (financial
statement auditing and
other assurance
services)

6. Finance (financial
analysis and planning)

7. Strategy and
Governance (role of
corporate governance
within an organization,
strategy formulation)

8. Information
Technology
(proficiency in the
latest information
technology sources)

9. Analytical Skills
(articulating and
solving problems)

10. Integrative
Thinking (critical
thinking of many
factors when solving a
problem)

11. Oral
Communication
(effective listening,
understanding,
speaking)

12. Written
Communication
(writing with clarity and
precision)

13. Emotional Self-
Awareness
(recognizing one's
emotions and their
effects)

14. Accurate Self-
Assessment (knowing
one's strengths and
limits)

15. Self-Confidence
(sureness about one's
self-worth and
capabilities)

16. Empathy (sensing
others' feelings and
perspective)

17. Organizational
Awareness (the ability
to read social and




political networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs )
19. Self-Control
(keeping disruptive
emotions and impulses
under control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing situations
or overcoming
obstacles )

22. Achievement
(striving to improve or
meet a standard of
excellence)

23. Initiative
(readiness to act and
seize opportunities )

24. Optimism
(persistence in pursuing
goals despite obstacles
and set-backs)

25.

Inspiration (inspiring
and guiding people)
26. Influence (using
effective tactics of
persuasion)

27. Developing
Others (encouraging
others' abilities through
feedback and guidance)

28. Change Catalyst
(initiating or managing
change)

29. Conflict
Management
(negotiating and
resolving
disagreements)

30. Teamwork and
Collaboration
(cooperatively working
with others towards a
shared goal)

31. Building Bonds
(cultivating and
maintaining
relationships)

Page 4




4.

Indicate the extent to which you believe each skill area should be developed in

university accounting programs.

No
development

1. Financial

Accounting

(interpretation and e)
application of

relevant accounting

standards)

2. Bookkeeping

(bank reconciliation,

journal entry O
preparation, monthly
accounting)

3. Management
Accounting

(budgeting, costing, O
performance

measurement)

4. Taxation

(personal and e)

corporate tax
preparation)

5. Audit and

Assurance (financial
statement auditing O
and other assurance

services)

6. Finance (financial
analysis and O
planning)

7. Strategy and

Governance (role of

corporate governance O
within an

organization, strategy
formulation)

8. Information

Technology

(proficiency in the O
latest information

technology sources)

9. Analytical Skills
(articulating and O
solving problems)

10. Integrative

Thinking (critical

thinking of many O
factors when solving

a problem)

11. Oral

Communication

(effective listening, O
understanding,

speaking)

12. Written

Communication e)
(writing with clarity

and precision)

13. Emotional Self-
Awareness

(recognizing one's O
emotions and their

effects)

Some
development

@)

Good
development

O

Very good
development

O

Excellent
development

@)




14. Accurate Self-
Assessment
(knowing one's
strengths and limits)
15. Self-Confidence
(sureness about
one's self-worth and
capabilities)

16. Empathy
(sensing others’
feelings and
perspective)

17. Organizational
Awareness (the
ability to read social
and political
networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs
)

19. Self-Control
(keeping disruptive
emotions and
impulses under
control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing
situations or
overcoming obstacles

)

22. Achievement
(striving to improve
or meet a standard
of excellence)

23. Initiative
(readiness to act and
seize opportunities )

24. Optimism
(persistence in
pursuing goals
despite obstacles and
set-backs)

25.

Inspiration (inspiring
and guiding people)
26. Influence (using
effective tactics of
persuasion)

27. Developing
Others (encouraging
others' abilities
through feedback
and guidance)

28. Change
Catalyst (initiating
or managing change)

29. Conflict




Management

(negotiating and O O
resolving

disagreements)

30. Teamwork and

Collaboration

(cooperatively

working with others o O
towards a shared

goal)

31. Building Bonds

(cultivating and
maintaining O O
relationships)

Section B

Page 5

The following information is more personal and will allow us to compare results by
respondent profiles. Please remember that all information you provide is entirely

anonymous.
Your Position
Orartner

@) Senior Manager
@) Manager

O cForcontroller
O other

Work Location:
OBermuda

O Newfoundland & Labrador
O New Brunswick

ONova Scotia

O Prince Edward Island

Type of Approved CA Training Office you work in
Onational firm (offices across Canada)

Oregional firm (offices in some Canadian provinces)
Olocal firm (offices in just one province)

Oindustry

@) government

8. Area of work specialization

OFinancial accounting
@) Management accounting

OAudit/Assurance

O Tax




@) Insolvency
Oother

9. Approximate number of articling CA students in your office this year
Oless than 3
Oa4-7

O more than 7




B Accounting Graduate Survey

=

Page 1
Accounting Graduate Survey

This questionnaire is designed to examine the perceptions of accounting graduates about various
skills in university accounting programs and the workplace.

Your participation, which is voluntary, is very important to the survey’s findings. The
questionnaire will take approximately 10-15 minutes to complete. The survey will time out after
60 minutes and responses will not be saved so please ensure you complete the survey within
this time period.

Your name will not be recorded on the questionnaire and results will only be communicated at an
aggregate level. Informed consent is deemed as given through participation in the survey.

Thank-you for your co-operation and time.

Peggy Coady, FCA
Memorial University of Newfoundland

I.E_

Page 2
Section A

In this four-part section you will be asked a number of questions about various skills.
On the basis of your experience please select the appropriate response.

Indicate how important or not you believe each skill area is in the workplace.

Very
unimportant

Very

Unimportant Neutral Important Important

1. Financial

Accounting

(interpretation and O O O O O
application of relevant

accounting standards)

2. Bookkeeping (bank

reconciliation, journal O O O O O

entry preparation,
monthly accounting)

3. Management
Accounting

(budgeting, costing, O O O O O
performance
measurement)

4. Taxation (personal

and corporate tax O O O O O
preparation)

5. Audit and

Assurance (financial

statement auditing and O O O O O

other assurance
services)

6. Finance (financial O O @) O O

analysis and planning)

7. Strategy and
Governance (role of

corporate governance O O O @) @)




within an organization,
strategy formulation)

8. Information
Technology
(proficiency in the
latest information
technology sources)

9. Analytical Skills
(articulating and
solving problems)

10. Integrative
Thinking (critical
thinking of many
factors when solving a
problem)

11. Oral
Communication
(effective listening,
understanding,
speaking)

12. Written
Communication
(writing with clarity and
precision)

13. Emotional Self-
Awareness
(recognizing one's
emotions and their
effects)

14. Accurate Self-
Assessment (knowing
one's strengths and
limits)

15. Self-Confidence
(sureness about one's
self-worth and
capabilities)

16. Empathy (sensing
others' feelings and
perspective)

17. Organizational
Awareness (the ability
to read social and
political networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs )
19. Self-Control
(keeping disruptive
emotions and impulses
under control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing situations
or overcoming
obstacles )

22. Achievement
(striving to improve or
meet a standard of




excellence)
23. Initiative

(readiness to act and O O O O O

seize opportunities )

24. Optimism
(persistence in

pursuing goals despite O O O O O
obstacles and set-

backs)

25.

Inspiration (inspiring O O O O @)

and guiding people)
26. Influence (using

effective tactics of O O O O O

persuasion)

27. Developing
Others (encouraging

others' abilities through O O @) @) @)
feedback and
guidance)

28. Change Catalyst

(initiating or managing O @) @) @ @)
change)

29. Conflict

Management

(negotiating and O @) @) @) @)
resolving

disagreements)

30. Teamwork and

Collaboration

(cooperatively working O O O O O
with others towards a

shared goal)

31. Building Bonds

(cultivating and O O O @) O

maintaining
relationships)

Overall how would you rate the importance, in the workplace, of nontechnical skills
compared to technical skills?

Nontechnical skills Nontechnical skills Nontechnical skills
not as important as equally important to more important than
technical skills technical skills technical skills

Overall how would you

rate the importance, in

the accounting

workplace, of O O O
nontechnical skills

compared to technical

skills?

Page 3

Indicate the extent to which each skill area was developed as part of your university
accounting program.

Poor Fair Good Very Good Excellent

1. Financial
Accounting




(interpretation and
application of relevant
accounting standards)

2. Bookkeeping (bank
reconciliation, journal
entry preparation,
monthly accounting)

3. Management
Accounting
(budgeting, costing,
performance
measurement)

4. Taxation (personal
and corporate tax
preparation)

5. Audit and
Assurance (financial
statement auditing and
other assurance
services)

6. Finance (financial
analysis and planning)

7. Strategy and
Governance (role of
corporate governance
within an organization,
strategy formulation)

8. Information
Technology
(proficiency in the
latest information
technology sources)

9. Analytical Skills
(articulating and
solving problems)

10. Integrative
Thinking (critical
thinking of many
factors when solving a
problem)

11. Oral
Communication
(effective listening,
understanding,
speaking)

12. Written
Communication
(writing with clarity and
precision)

13. Emotional Self-
Awareness
(recognizing one's
emotions and their
effects)

14. Accurate Self-
Assessment (knowing
one's strengths and
limits)

15. Self-Confidence
(sureness about one's
self-worth and
capabilities)

16. Empathy (sensing
others' feelings and
perspective)




17. Organizational
Awareness (the ability
to read social and
political networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs )
19. Self-Control
(keeping disruptive
emotions and impulses
under control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing situations
or overcoming
obstacles )

22. Achievement
(striving to improve or
meet a standard of
excellence)

23. Initiative
(readiness to act and
seize opportunities )

24. Optimism
(persistence in pursuing
goals despite obstacles
and set-backs)

25.

Inspiration (inspiring
and guiding people)
26. Influence (using
effective tactics of
persuasion)

27. Developing
Others (encouraging
others' abilities through
feedback and guidance)

28. Change Catalyst
(initiating or managing
change)

29. Conflict
Management
(negotiating and
resolving
disagreements)

30. Teamwork and
Collaboration
(cooperatively working
with others towards a
shared goal)

31. Building Bonds
(cultivating and
maintaining
relationships)




Page 4

4. Indicate the extent to which you believe each skill area should have been developed as
part of your university accounting program.

No Some Good Very good Excellent

Development development development development development
1. Financial
Accounting
(interpretation and
application of O O O O O
relevant accounting
standards)

2. Bookkeeping

(bank reconciliation,

journal entry O O O O O
preparation, monthly

accounting)

3. Management
Accounting

(budgeting, costing, O @) @) O O
performance

measurement)

4. Taxation

(personal and O O @) O @)

corporate tax

preparation)

5. Audit and

Assurance (financial

statement auditing O O O O O
and other assurance

services)

6. Finance (financial

analysis and @) O @) O @)

planning)

7. Strategy and

Governance (role of

corporate governance

within an o o o O O
organization, strategy

formulation)

8. Information
Technology

(proficiency in the O O O O O

latest information
technology sources)
9. Analytical Skills

(articulating and O O @) O O

solving problems)

10. Integrative

Thinking (critical

thinking of many @) @) @) O @)
factors when solving

a problem)

11. Oral

Communication

(effective listening, O O O O O
understanding,

speaking)

12. Written

Communication @) e e @) e

(writing with clarity
and precision)
13. Emotional Self-




Awareness
(recognizing one's
emotions and their
effects)

14. Accurate Self-
Assessment
(knowing one's
strengths and limits)
15. Self-Confidence
(sureness about
one's self-worth and
capabilities)

16. Empathy
(sensing others'
feelings and
perspective)

17. Organizational
Awareness (the
ability to read social
and political
networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs
)

19. Self-Control
(keeping disruptive
emotions and
impulses under
control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing
situations or
overcoming obstacles

)

22. Achievement
(striving to improve
or meet a standard
of excellence)

23. Initiative
(readiness to act and
seize opportunities )

24. Optimism
(persistence in
pursuing goals
despite obstacles and
set-backs)

25.

Inspiration (inspiring
and guiding people)
26. Influence (using
effective tactics of
persuasion)

27. Developing
Others (encouraging
others' abilities
through feedback
and guidance)




28. Change

Catalyst (initiating O
or managing change)

29. Conflict

Management

(negotiating and O
resolving

disagreements)

30. Teamwork and
Collaboration

(cooperatively @)
working with others

towards a shared

goal)

31. Building Bonds
(cultivating and O
maintaining

relationships)

I.E_

Section B

Page 5

The following information is more personal and will allow us to compare results by
respondent profiles. Please remember that all information you provide is entirely

anonymous.
1. Gender

OMaIe

O Female

ASCA program start date
O2013

02012

02011 or earlier

Years since university graduation
O1 year

@) 2 years

Os years

Omore than 3 years

University Degree
OBusiness/ Commerce

O Business/Commerce Co-op
Oarts

O science

Oother

Work Location:




OBermuda

O Newfoundland & Labrador
O New Brunswick

ONova Scotia

OrPrince Edward Island

10. Type of Approved CA Training Office you work in

Onational firm (offices across Canada)
Oregional firm (offices in some Canadian provinces)

Ollocal firm (offices in just one province)
Oindustry

@) government

11. Amount of co-op work term experience you had when you started the ASCA program.

Onone

O1 - 4 months
Os - 8 months
Q9 -12 months
Omore than 1 year

12. Amount of general work experience (excluding co-op work terms) you had when you
started the ASCA program.

[liess than 4 months
4 - 8 months

o - 12 months
O1-2 years

Llmore than 2 years




Appendix F: Means and
Freguencies

~89



Accounting Employers - Mean Scores and Frequencies

Indicate how important or not each skill area is in the workplace.

Skill Area Mean | Very Unimportant | Neutral | Important | Very

Score | unimportant | (2) 3) 4 important
@ (©)

1. Financial 4.74 None None 2.0% 22.0% 76.0%

Accounting

2.Bookkeeping 4.44 None None 8.0% 40.0% 52.0%

3.Management 3.84 None 2.0% 28.0% 54.0% 16.0%

Accounting

4.Taxation 4.12 2.0% 4.0% 16.0% 36.0% 42.0%

5.Audit and 4.40 None 2.0% 6.0% 42.0% 50.0%

Assurance

6.Finance 4.04 None 2.0% 20.0% 50.0% 28.0%

7.Strategy and 3.72 None 6.0% 32.0% 46.0% 16.0%

Governance

8.Information 3.90 None None 32.0% 46.0% 22.0%

Technology

9.Analytical 4.64 None None 2.0% 32.0% 66.0%

Skills

10.Integrative 4.64 None None None 36.0% 64.0%

Thinking

11.0ral 4.60 None None 2.0% 36.0% 62.0%

Communication

12.Written 4.34 None 2% 8.0% 44.0% 46.0%

Communication

13.Emotional 3.92 None None 22.0% 64.0% 14.0%

Self-Awareness

14.Accurate Self- | 4.08 None None 14.0% 64.0% 22.0%

Assessment

15.Self- 4.10 None None 12.0% 66.0% 22.0%

Confidence

16.Empathy 3.88 None 2.0% 24.5% 57.1% 16.3%

17.0rganizational | 4.14 None None 12.0% 62.0% 26.0%

Awareness

18.Service 4.36 None None 6.0% 52.0% 42.0%

19.Self-Control 4.40 None None 8.0% 44.0% 48.0%

20.Transparency | 4.60 None None 2.0% 36.0% 62.0%

21.Adaptability 4.44 None None 4.0% 48.0% 48.0%

22.Achievement 4.32 None None 6.0% 56.0% 38.0%

23.Initiative 4.22 None None 10.0% 58.0% 32.0%

24.0ptimism 4.16 None None 12.0% 60.0% 28.0%

25.1nspiration 3.82 None None 38.0% 42.0% 20.0%

26.Influence 3.82 None 4.0% 28.0% 50.0% 18.0%

27.Developing 4.14 None None 12.0% 62.0% 26.0%

Others

28.Change 3.68 2.0% None 42.0% 40.0% 16.0%

Catalyst

29.Conflict 3.78 2.0% None 38.0% 38.0% 22.0%

Management

30.Teamwork 4.32 None None 8.0% 52.0% 40.0%

and

Collaboration

31.Building 4.16 2.0% None 10.0% 56.0% 32.0%

Bonds
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Accounting Employers - Mean Scores and Frequencies

Indicate the extent to which each skill area is developed in the recent university

accounting graduates your organization has hired.

Skill Area Mean Poor Fair Good Very Excellent
Score (D) (2) 3) good (4) (5)

1. Financial 3.36 None 20.0% 32.0% 40.0% 8.0%

Accounting

2 Bookkeeping 2.64 12.0% 36.0% 30.0% 20.0% OZA;O

3.Management 2.76 None 50.0% 28.0% 18.0% 4.0%

Accounting

4.Taxation 2.54 14.0% 38.0% 28.0% 20.0% None

5.Audit and 2.92 2.0% 26.0% 52.0% 18.0% 2.0%

Assurance

6.Finance 2.61 10.2% 34.7% 40.8% 12.2% 2.0%

7.Strategy and 2.28 24.0% 30.0% 40.0% 6.0% None

Governance

8.Information 2.98 14.0% 18.0% 28.0% 36.0% 4.0%

Technology

9.Analytical Skills 2.90 4.0% 32.0% 36.0% 26.0% 2.0%

10.Integrative 2.80 6.0% 28.0% 46.0% 20.0% None

Thinking

11.0ral 3.04 4.0% 16.0% 56.0% 20.0% 4.0%

Communication

12.Written 2.72 12.0% 28.0% 38.0% 20.0% 2.0%

Communication

13.Emotional Self- 2.70 6.0% 24.0% 64.0% 6.0% None

Awareness

14.Accurate Self- 2.38 16.0% 32.0% 50.0% 2.0% None

Assessment

15.Self-Confidence | 3.00 2.0% 24.0% 48.0% 24.0% 2.0%

16.Empathy 2.60 10.0% 32.0% 46.0% 12.0% None

17.0Organizational 3.24 14.0% 38.0% 36.0% 10.0% 2.0%

Awareness

18.Service 2.52 14.0% 36.0% 36.0% 12.0% 2.0%

19.Self-Control 2.90 12.0% 10.0% 54.0% 24.0% None

20.Transparency 3.16 4.0% 12.0% 50.0% 32.0% 2.0%

21.Adaptability 3.16 2.0% 20.4% 40.8% 32.7% 4.1%

22.Achievement 3.26 6.0% 8.0% 50.0% 26.0% 10.0%

23.Initiative 2.70 14.0% 22.0% 46.0% 16.0% 2.0%

24.0ptimism 3.08 12.0% 8.0% 46.0% 28.0% 6.0%

25.Inspiration 2.58 8.0% 34.0% 52.0% 4.0% 2.0%

26.Influence 2.38 12.0% 46.0% 36.0% 4.0% 2.0%

27.Developing 2.68 10.0% 34.0% 38.0% 14.0% 4.0%

Others

28.Change Catalyst | 2.34 14.0% 42.0% 40.0% 4.0% None

29.Conflict 2.34 14.0% 44.0% 36.0% 6.0% None

Management

30.Teamwork and 3.60 2.0% 6.0% 34.0% 46.0% 12.0%

Collaboration

31.Building Bonds 3.28 2.0% 12.0% 50.0% 28.0% 8.0%
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Accounting Employers - Mean Scores and Frequencies

Indicate the extent to which you believe each skill area should be developed in university

accounting programs.

Skill Mean No Some Good Very good Excellent

Area Score developmen | development development development development
t @ (©)] () ®)
@

1. Financial 4.22 None 6.0% 14.0% 32.0% 48.0%

Accounting

2.Bookkeeping 3.80 None 6.0% 36.0% 30.0% 28.0%

3.Management 3.68 None 6.0% 38.0% 38.0% 18.0%

Accounting

4.Taxation 3.33 None 22.4% 40.8% 18.4% 18.4%

5.Audit and 3.88 None 12.0% 22.0% 32.0% 34.0%

Assurance

6.Finance 3.62 None 10.0% 34.0% 40.0% 16.0%

7.Strategy and 3.18 None 18.0% 52.0% 24.0% 6.0%

Governance

8.Information 3.60 None 6.0% 44.0% 34.0% 16.0%

Technology

9.Analytical Skills | 4.22 None None 24.0% 30.0% 46.0%

10.Integrative 4.12 None None 26.0% 36.0% 38.0%

Thinking

11.0ral 4.24 None None 18.0% 40.0% 42.0%

Communication

12.Written 4.30 None None 14.0% 42.0% 44.0%

Communication

13.Emotional Self- | 3.04 2.0% 20.4% 51.0% 24.5% 2.0%

Awareness

14.Accurate Self- 3.16 None 22.0% 44.0% 30.0% 4.0%

Assessment

15.Self- 3.22 None 14.0% 58.0% 20.0% 8.0%

Confidence

16.Empathy 2.92 4.1% 26.5% 44.9% 22.4% 2.0%

17.0rganizational 3.08 None 20.0% 54.0% 24.0% 2.0%

Awareness

18.Service 3.56 2.0% 10.0% 32.0% 42.0% 14.0%

19.Self-Control 3.14 None 28.0% 38.0% 26.0% 8.0%

20.Transparency 3.76 None 6.0% 32.0% 42.0% 20.0%

21.Adaptability 3.60 None 4.0% 46.0% 36.0% 14.0%

22.Achievement 3.82 None 4.0% 32.0% 42.0% 22.0%

23.Initiative 3.58 None 8.0% 48.0% 22.0% 22.0%

24.0ptimism 3.36 None 12.0% 48.0% 32.0% 8.0%

25.Inspiration 3.02 2.0% 26.0% 44.0% 24.0% 4.0%

26.Influence 2.98 4.0% 26.0% 40.0% 28.0% 2.0%

27.Developing 3.28 None 22.0% 40.0% 26.0% 12.0%

Others

28.Change 2.88 4.0% 30.0% 46.0% 14.0% 6.0%

Catalyst

29.Conflict 3.22 2.0% 18.0% 38.0% 49.0% 2.0%

Management

30.Teamwork and | 4.16 None 2.0% 22.0% 34.0% 42.0%

Collaboration

31.Building Bonds | 3.56 None 14.0% 32.0% 38.0% 16.0%
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Accounting Graduates- Mean Scores and Frequencies

Indicate how important or not each skill area is in the workplace.

Skill Area Mean Very Unimportant Neutral | Important | Very

Score unimportant | (2) 3) 4) important
(@) (©)

1. Financial 4.59 0.7% None 2.6% 32.9% 63.8%

Accounting

2.Bookkeeping 4.29 0.7% 3.9% 7.2% 42.1% 46.1%

3.Management 3.73 2.0% 5.3% 30.5% 42.4% 19.9%

Accounting

4.Taxation 4.19 2.0% 4.6% 7.3% 45.0% 41.1%

5.Audit and 4.55 0.7% 2.0% 3.9% 28.3% 65.1%

Assurance

6.Finance 3.71 0.7% 7.2% 29.6% 45.4% 17.1%

7.Strategy and 3.72 0.7% 5.3% 31.6% 46.7% 15.8%

Governance

8.Information 3.93 0.7% 5.3% 21.7% 45.4% 27.0%

Technology

9.Analytical Skills | 4.61 None 1.3% 2.0% 30.7% 66.0%

10.Integrative 4.54 0.7% 0.7% 3.3% 34.4% 60.9%

Thinking

11.Oral 4.53 0.7% 0.7% 3.3% 36.2% 59.2%

Communication

12.Written 4.42 0.7% None 3.9% 47.7% 47.7%

Communication

13.Emotional 4.07 1.3% 4.0% 13.9% 48.3% 32.5%

Self-Awareness

14.Accurate Self- 4.22 0.7% 0.7% 8.6% 56.6% 33.6%

Assessment

15.Self- 4.33 0.7% 0.7% 7.9% 46.4% 44.4%

Confidence

16.Empathy 4.03 0.7% 3.3% 16.0% 52.7% 27.3%

17.0Organizational | 4.05 None 4.6% 17.1% 46.7% 31.6%

Awareness

18.Service 4.46 0.7% 1.3% 3.3% 41.1% 53.6%

19.Self-Control 4.32 1.3% None 7.2% 48.0% 43.4%

20.Transparency | 4.45 1.3% 0.7% 5.3% 36.8% 55.9%

21.Adaptability 4.40 0.7% 0.7% 4.6% 46.4% 47.7%

22.Achievement 4.39 0.7% 0.7% 3.3% 50.0% 45.4%

23.Initiative 4.27 0.7% 0.7% 5.3% 57.6% 35.8%

24.0ptimism 4.19 1.3% 0.7% 9.3% 55.0% 33.8%

25.Inspiration 3.89 None 3.9% 25.7% 48.0% 22.4%

26.Influence 3.75 None 5.3% 28.9% 51.3% 14.5%

27.Developing 411 None 3.3% 15.1% 49.3% 32.3%

Others

28.Change 3.86 None 3.9% 25.0% 52.0% 19.1%

Catalyst

29.Conflict 4.01 0.7% 3.35% 17.1% 52.0% 27.0%

Management

30.Teamwork and | 4.44 0.7% 2.0% 5.3% 36.8% 55.3%

Collaboration

31.Building Bonds | 4.16 1.3% 2.0% 11.3% 50.0% 35.3%
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Accounting Graduates- Mean Scores and Frequencies

Indicate the extent to which each skill area was developed as part of your university
accounting program.

Skill Area Mean Poor Fair Good Very Excellent
Score (¢D) (2) (3) good (4) (5)

1. Financial 3.68 1.3% 8.6% 26.3% 48.0% 15.8%

Accounting

2.Bookkeeping 3.01 6.6% 22.4% 39.5% 27.0% 4.6%

3.Management 3.28 2.6% 16.4% 40.1% 31.6% 9.2%

Accounting

4.Taxation 2.71 19.1% 24.3% 26.3% 27.0% 3.3%

5.Audit and 2.83 13.2% 26.3% 30.9% 23.7% 5.9%

Assurance

6.Finance 2.97 5.9% 26.3% 35.5% 29.6% 2.6%

7.Strategy and 2.63 13.2% 36.2% 29.6% 17.1% 3.9%

Governance

8.Information 2.41 25.7% 29.6% 24.3% 19.1% 1.3%

Technology

9.Analytical Skills 3.01 6.6% 23.0% 37.5% 28.3% 4.6%

10.Integrative 2.98 9.9% 18.4% 40.8% 25.7% 5.3%

Thinking

11.Oral 3.25 6.0% 13.2% 39.7% 32.5% 8.6%

Communication

12.Written 3.30 4.6% 13.2% 40.1% 32.2% 9.9%

Communication

13.Emotional Self- | 2.24 25.7% 38.2% 22.4% 13.8% None

Awareness

14.Accurate Self- 2.50 21.7% 28.3% 29.6% 19.1% 1.3%

Assessment

15.Self-Confidence | 2.63 17.1% 28.3% 31.6% 20.4% 2.6%

16.Empathy 2.30 25.0% 30.9% 32.9% 11.2% None

17.0Organizational 2.64 17.8% 25.0% 33.6% 22.4% 1.3%

Awareness

18.Service 2.31 22.5% 35.8% 29.8% 11.9% None

19.Self-Control 2.57 17.8% 28.3% 34.2% 18.4% 1.3%

20.Transparency 2.95 7.9% 21.1% 42.1% 25.7% 3.3%

21.Adaptability 3.01 6.6% 25.0% 35.5% 27.0% 5.9%

22.Achievement 3.26 5.3% 21.1% 29.6% 30.3% 13.8%

23.Initiative 2.90 11.8% 27.0% 26.4% 28.9% 5.9%

24.0ptimism 2.80 13.9% 26.5% 29.8% 25.2% 4.6%

25.Inspiration 2.68 18.4% 32.9% 11.8% 3.3% 0.7%

26.Influence 2.46 17.1% 35.5% 32.2% 14.5% 0.7%

27.Developing 2.43 19.7% 33.6% 30.9% 15.1% 0.7%

Others

28.Change Catalyst | 2.38 23.2% 31.1% 33.1% 9.9% 2.6%

29.Conflict 2.68 11.8% 32.2% 36.2% 15.1% 4.6%

Management

30.Teamwork and 3.57 2.6% 10.5% 27.0% 47.4% 12.5%

Collaboration

31.Building Bonds 3.34 5.3% 18.4% 28.3% 33.6% 14.5%




Indicate the extent to which you believe each skill area should have been developed as

Accounting Graduates- Mean Scores and Frequencies

part of your university accounting program.

Skill Area Mean | No Some Good Very Excellent
Score | development development development good development
(€)) 2) 3) development (5)
“)
1. Financial 4.45 None 0.7% 5.9% 40.8% 52.6%
Accounting
2.Bookkeeping 3.99 None 3.3% 25.7% 39.5% 31.6%
3.Management 4.05 None 1.3% 17.9% 55.6% 25.2%
Accounting
4. Taxation 4.05 0.7% 5.3% 13.8% 48.7% 31.6%
5.Audit and 4.25 None 3.3% 12.7% 40.0% 44.0%
Assurance
6.Finance 3.95 None 4.0% 20.5% 51.7% 23.8%
7.Strategy and 3.59 None 11.8% 32.2% 40.8% 15.1%
Governance
8.Information 3.66 1.3% 12.5% 24.3% 42.1% 19.7%
Technology
9.Analytical Skills | 4.20 None 3.3% 10.5% 49.3% 36.8%
10.Integrative 4.25 None 3.9% 9.9% 43.4% 42.8%
Thinking
11.0ral 417 None 2.0% 16.4% 44.1% 37.5%
Communication
12.Written 4.15 0.7% 2.6% 15.8% 42.8% 38.2%
Communication
13.Emotional Self- | 3.28 6.6% 14.5% 36.8% 28.9% 13.2%
Awareness
14.Accurate Self- 3.40 3.3% 15.1% 33.6% 34.2% 13.8%
Assessment
15.Self- 3.49 4.6% 11.2% 33.6% 32.2% 18.4%
Confidence
16.Empathy 3.28 7.2% 14.5% 34.9% 30.3% 13.2%
17.0rganizational 3.43 3.3% 16.0% 30.7% 34.7% 15.3%
Awareness
18.Service 3.58 4.6% 11.2% 25.7% 38.8% 19.7%
19.Self-Control 3.38 6.6% 12.5% 33.6% 30.9% 16.4%
20.Transparency 3.71 3.3% 8.6% 26.3% 37.5% 24.3%
21.Adaptability 3.75 2.0% 11.2% 23.0% 37.5% 26.3%
22.Achievement 3.76 3.3% 7.2% 24.3% 40.1% 25.0%
23.Initiative 3.64 4.6% 7.9% 28.3% 36.8% 22.4%
24.0ptimism 3.57 3.9% 12.5% 28.9% 32.2% 22.4%
25.Inspiration 3.32 6.6% 14.5% 34.9% 28.3% 15.8%
26.Influence 3.30 7.9% 12.6% 33.8% 33.1% 12.6%
27.Developing 3.39 6.6% 13.2% 30.3% 34.9% 15.1%
Others
28.Change 3.38 4.0% 15.9% 32.5% 33.1% 14.6%
Catalyst
29.Conflict 3.63 4.6% 9.2% 26.3% 28.2% 21.7%
Management
30.Teamwork and | 3.99 0.7% 6.6% 20.4% 38.2% 34.2%
Collaboration
31.Building Bonds | 3.78 3.9% 8.6% 24.3% 31.6% 31.6%
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Should emotional intelligence be
developed in university accounting
programs? Results from an
Investigation of employer and graduate
attitudes on the skill set requirements
for professional accountants.

Research-in-Progress

Abstract

This paper discusses the results from an investigation of employer and graduate attitudes on
the skill set requirements for professional accountants and specifically whether university
accounting programs develop these skills and in particular the emotional intelligence (EI)
skills an accounting graduate needs. Emotional intelligence is the effective awareness,
control and management of one's own emotions, and those of other people. There has been
considerable debate about the need for accounting students to develop EIl skills in their
university accounting programs so they are better prepared for a career in the accounting
profession. While many studies have identified gaps or lack of correspondence between the
university accounting curriculum and the accounting workplace, the findings of this study
suggest that the gap may not be as big as expected. While employers and graduates
acknowledge the importance of certain El skills (e.g. self-confidence) for the workplace, they
do not have expectations that these skills be developed in university. The results also reveal
that employers consider some El skills (e.g. teamwork and collaboration) as being important
and well developed in accounting graduates. Somewhat surprisingly, however, were the
findings around technical skills. While employers expect correspondence between workplace
importance and coverage in university for most technical skills, they did have some
dissonance with graduate technical skill development in university accounting programs.

Keywords: accounting education, emotional intelligence, non-technical skills, neo-
correspondence theory
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Introduction

This paper discusses the results from an investigation of employer and graduate attitudes on
the skill set requirements for professional accountants and specifically whether university
accounting programs develop these skills and in particular the emotional intelligence (EI)
skills an accounting graduate needs.

During the last 35 years there have been many studies (AAA, 1986; Albrecht and Sack, 2000;
Carr et al., 2006; De Lange et al., 2006; Deppe et al., 1991; Estes, 1979; French and Coppage,
1999; Hancock et al., 2009; Kavanagh and Drennan, 2008; McPhail, 2004; Pan and Perera,
2012; Richardson, 2005; Siegel and Sorensen, 1994; Usoff and Feldmann, 1998) regarding the
desired skills for accounting students. Many of these studies concluded that nontechnical
skills (e.g. communication, leadership, team work) are extremely important in the accounting
profession and should be integrated more into university accounting programs.

Since 2002, most of the research on the nontechnical skills of accounting students has
specifically focused on emotional intelligence skills (Cook et al., 2011; Esmond-Kiger et al.,
2006; Myers and Tucker, 2005; Visser et al., 2010). According to Goleman (1998) emotional
intelligence is a person’s self-awareness, self-confidence, self-control, commitment and
integrity, and a person’s ability to communicate, influence, initiate change and accept change.
Goleman's framework of El, which has been studied in a business context (Goleman, 1995;
Goleman, 2000; Goleman et al., 2002), includes 19 emotional competencies and this
conceptualization of EIl underlies the current study.

In the last decade universities have been criticized for producing accounting graduates who
are too theoretical and not "work ready" (Howieson et al., 2010; Siegel et al., 2010). Several
researchers in the accounting education field are purporting that there is a significant gap
between the skills accounting students develop in university and what accounting employers
value (AAA, 1986; Albrecht and Sack, 2000; Bui and Porter, 2010; Jackling and DelLange,
2009; Karr, 2005; Kavanagh and Drennan, 2008; Pan and Perera, 2012; Siegel et. al., 2010;
Tatikonda, 2010). This study investigated employer and graduate attitudes towards the
importance and development of technical and nontechnical skills with a focus on a potential
emotional intelligence skills gap. The theoretical framework of neo-correspondence theory,
which asserts that higher education institutions should consider employer expectations and
align the curriculum accordingly, provided the context for the study (Gintis, 1971; Saunders
and Machell, 2000).

The paper will first review the research design, research questions and hypotheses for the
study. The results will then be discussed. Finally, the last section of the paper provides some
concluding remarks and next steps for the study.

Research Design

The study has a descriptive design - "description of phenomena or characteristics associated
with a subject population [the who, what, when, where and how of a topic]" (Cooper and
Schindler, 2011, p.149). Given that this study will be the first to use the neo-correspondence
theory to examine emotional intelligence in an accounting education context, the study does
have exploratory elements. Exploratory studies are an important way to discover "what is
happening; to seek new insights; to ask questions and to assess phenomena in a new light"
(Robson, 2002, p.59).

In Canada, the Chartered Accounting (CA) program is administered regionally (Western
Canada, Ontario, Quebec and Atlantic Canada?) and nationally by the Canadian Institute of
Chartered Accountants (CICA)2. The study was conducted in Atlantic Canada (the four most
eastern provinces in Canada: Newfoundland and Labrador, Nova Scotia, New Brunswick and
Prince Edward Island) and Bermuda. Atlantic Canada has ten universities and the graduates
of these schools who pursue the CA program are all students of the Atlantic School of
Chartered Accountancy (ASCA - the regional body that delivers the professional CA program
in Atlantic Canada and Bermuda). Also, to complete the CA program in Canada a student
must be employed by an approved CA training office. These offices are normally CA firms,

1 CA students in Bermuda complete the CA professional education program in Atlantic Canada.

2The CICA develops and evaluates the uniform final examination that all CA students must complete and as such
regional CA professional bodies and universities follow similar curriculum that has been approved by the CICA.
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government departments (e.g. Office of the Auditor General) and some approved companies
in industry. The sample for the study consisted of ASCA students and employers from
approved training offices in Atlantic Canada and Bermuda.

The questionnaires for the study (see Appendix A for copies of both questionnaires) were
based on the literature review which included findings from the key studies in the field and
neo-correspondence theoretical predictions. In section one of both questionnaires,
respondents were asked three main questions (parts A, B and C) about 31 different skill areas
using a five point Likert scale. The 31 skills included in the questionnaires are listed below in
Table 1. The abbreviation for the skill area is noted in parentheses in Table 1 as a reference
guide for skill references later in the paper. The skill areas include both technical and
nontechnical skills. In Table 1, technical skills have normal formatting, the nontechnical skills
are shaded and the EI skills are shaded and underlined. This convention will be used in all
Tables throughout the paper.

The technical skill areas (numbers 1-10 in Table 1) in the questionnaires are ten skills which
are considered important in the accounting profession (AICPA, 2012; Albrecht and Sack,
2000; CICA, 2012; ICAA and CPA, 2009; Pan and Perera, 2012; Richardson, 2005)

There were 21 nontechnical skills (numbers 11-31 in Table 1) in the questionnaires and 19
(numbers 13-31 in Table 1) of these are the EI skills identified by Goleman et al.,(2002). The
other two skills included in the nontechnical skills area of the questionnaires are oral
communication and written communication skills. These communication skills were included
because prior to 2002 the research around nontechnical skills in accounting education focused
on communication (Aiken et al., 1994; Andrews and Koester, 1979; Andrews and Sigband,
1984; Estes, 1979; Gingras, 1987; Hassall et al., 2005; Montano et al., 2001; Novin et al.,
1990; Rebele, 1985; Zaid and Abraham, 1994).

Table 1: Skills in questionnaires

1. Financial Accounting (FA) 17. Organizational Awareness (OA)
2. Bookkeeping (B) 18. Service (S)

3. Management Accounting (MA) 19. Self-Control (SO)

4. Taxation (TX) 20. Transparency (T)

5. Audit and Assurance (AA) 21. Adaptability (AD)

6. Finance (F) 22. Achievement (AC)

7. Strategy and Governance (SG) 23. Initiative (1)

8. Information Technology (IT) 24. Optimism (OP)

9. Analytical Skills (AS) 25. Inspiration (1S)

10. Integrative Thinking (IN) 26. Influence (IF)

11. Oral Communication (OC) 27. Developing Others (DO)

12. Written Communication (WC) 28. Change Catalyst (CC)
13. Emotional Self-Awareness (ES) 29. Conflict Management (CM)
30. Teamwork and Collaboration

(Ic)
15. Self-Confidence (SC) 31. Building Bonds (BB)

16. Empathy (E)

14. Accurate Self-Assessment (AS)

Section two of both questionnaires collected data about various attribute variables and
analysis of the results by these attributes will be discussed later in the paper. The next section
of the paper will review the research questions and hypotheses for the study.

Research Questions and Hypotheses

The overall research question for the study is: Employer and graduate attitudes on the
skill set requirements for professional accountants: Should emotional
intelligence be developed in university accounting programs?

99



The specific research questions for the study are:

1. What technical and nontechnical skills are viewed as important by accounting graduates
in the accounting workplace?

2. What technical and nontechnical skills are viewed as important by accounting employers
in the accounting workplace?

3. To what extent do accounting graduates believe that these technical and nontechnical
skills have been developed in university accounting programs?

4. To what extent do accounting employers believe that these technical and nontechnical
skills have been developed in university accounting programs?

5. Where do accounting graduates believe that accounting graduates should develop these
technical and nontechnical skills?

6. Where do accounting employers believe that accounting graduates should develop these
technical and nontechnical skills?

The following specific hypotheses have been developed for testing based on the literature
review:

H1 - There is a gap between the attitudes of accounting employers and graduates about the
importance of emotional intelligence skills required in the accounting workplace.

H2 - There is a gap between the attitudes of accounting employers and graduates about the
extent of the development of the emotional intelligence skills of accounting graduates.

H3: Accounting employers and graduates expect correspondence between the emotional
intelligence skills seen as important in the accounting workplace and those covered in
university accounting programs.

The respondent profile from the study will be analyzed and discussed in the next section of the
paper.

Respondent Profile

The surveys were launched on August 7, 2013 and closed on September 15, 2013. Table 2
summarizes the responses received. The response rates for the current study are consistent
with the studies reviewed in the accounting education field. In surveys of accounting
graduates, Jackling and Delange (2009) and Carr et al. (2006) reported response rates of 27%
(n=174) and 26.4% (n=237) respectively. Pan and Perera (2012) reported a response rate of
41.9% (n=106) in their survey of accounting employers.

Table 2: Survey responses

Sample Total Invalid Responses Useable Response
Size Responses Responses Rate
Graduates 438 204 5 199 45.4%
Employers 110 68 1 67 60.9%3

The Statistical Package for Social Sciences (SPSS V.21) was used to analyze the data from the
questionnaires. Table 3, below, shows the summary of the percentages for the graduate
attribute variables of gender, ASCA program start date, years since university graduation, type
of university degree, work location, type of approved training office, co-op work term
experience and general work experience.

There were slightly more female respondents than male respondents in the accounting
graduate survey. The gender balance among ASCA students is approximately 50:504 so the
sample is consistent with the population. The ASCA students surveyed are either just starting
their programs or finishing their programs. There a few students in an intermediate type of

3 The employer response rate assumes that one respondent from an approved training office participated in the
survey. As the survey was anonymous it is uncertain how many representatives from approved training offices actually
participated.

4 Provided by ASCA staff in August 2013.
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stage if they have failed a module during their program. Thus, the reported data for ASCA
program start date and years since university graduation are consistent with the ASCA student
profile and program structure. Similarly most students that start the CA program have
undergraduate business/commerce degrees (some are business/commerce co-operative
degrees with work termss).

The graduate survey respondents from each region are consistent with the actual breakdown
of graduates by region®. Likewise, the majority of approved CA training offices are either
national or local firms, as there are a very small number of regional firms in Atlantic Canada.

Table 3: Attribute variables - accounting graduates (n=199)

Variable Analysis Total
Gender Male Female - - - 100%
(42.7%) (57.3%)
ASCA 2013 2012 2011 or - - 100%
Program (48.3%) (26.1%) earlier
Start Date (25.6%)
Years since 0-1years 2 years 3 years More - 100%
university (57.3%) (24.1)% (10.6%) than 3
graduation years
(8.0%)
University Business/ Business/ Arts Science Other 100%
Degree Commerce Commerce co- | (1.5%) (3.0%) (1.5%)
(43.7%) op

(50.3%)
Work Bermuda Newfoundland | New Nova Prince 100%
location (4.0%) & Labrador Brunswick | Scotia Edward

(23.1%) (21.1%) (42.3%) Island

(9.5%)

Type of National firm Regional firm Local firm Industry | Government | 100%
approved (56.9%) (2.5%) (28.6%) (7.5%) (4.5%)
training office
Amount of None 1-4 months 5-8 months | 9-12 Morethanl | 100%
co-op work (46.2%) (9.0%) (12.1%) months year
term (30.7%) (2.0%)
experience
Amount of Less than 4 4-8 months 9-12 1-2years | Morethan2 | 100%
work months (8.0%) months (15.6%) years
experience (30.2%) (16.6%) (29.6%)
(excluding
co-op work
terms)

Table 4, below, shows the summary of the percentages for the employer attribute variables of
work location, type of approved training office, area of work specialization and number of
articling” CA students currently on staff. The type of employer respondents in the survey were
primarily in the partner, senior manager, manager and "other category". The "other category"
captured those administrative professionals in the firm who are responsible for CA student
recruitment and training. The location of the employer survey respondents is representative of
the locations of the sampled populations.

5 In addition to the normal academic course requirements of a business/commerce degree, students completing a
business/commerce co-operative degree have work term placements as part of the required academic degree
requirements.

6 The actual breakdown of ASCA students by location (provided by ASCA staff in August 2013) is: Bermuda - 6%,
Newfoundland & Labrador - 23%, New Brunswick - 28%, Nova Scotia - 36%, and Prince Edward Island - 7%.

7 CA students who work with approved training offices are referred to as articling students while they are completing
the CA program requirements.

8 The actual breakdown of approved CA training offices by location (provided by ASCA staff in August 2013) is:
Bermuda - 5%, Newfoundland & Labrador - 17%, New Brunswick - 23%, Nova Scotia - 44%, and Prince Edward Island
- 11%.
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Given that audit, assurance and financial accounting provide the foundation of the work
performed by CA training offices, it is not surprising that the majority of respondents worked
in these areas. In terms of number of articling CA students, the largest group of respondents
(46.2%) reported having four to seven per office. This would likely reflect the national offices
while the 44.8% reported having less than three articling students would be the small firms,
industry and government approved training offices. It is not surprising that only 9% of
respondents had more than seven articling students in their office. Atlantic Canada is
relatively small® compared to central Canada (e.g. Ontario and Quebec) and even the national
firms in this region are smaller relative to their counterparts in larger populated regions of

Canada.

Table 4: Attribute variables - accounting employers (n=67)

Variable Analysis Total
Position | Partner Senior Manager CFO/ Other - 100%
(32.8 %%) | manager (19.4%) Controller | (22.4%)

(22.4%) (3.0%)
Work Bermuda Newfoundland | New Nova Prince Edward - 100%
location (6.0%) & Labrador Brunswick | Scotia Island

(26.9%) (14.9%) (38.8%) (13.4%)
Type of National Regional firm Local firm Industry Government - 100%
approve | firm (3.0%) (40.3%) (13.4%) (1.5%)
d (41.8%)
training
office
Area of Financial Management Audit/ Tax Insolvency Other 100%
work accounting | accounting Assurance | (11.9%) (none) (6.0%)
specializ | (22.4%) (3.0%) (56.7%)
ation
Number | Lessthan3 | 4-7 More than - - - 100%
of (44.8%) (46.2%) 7
articling (9.0%)
CA
students
in office

In summary, the response rates for both questionnaires were consistent with other studies in
the accounting education field. The number of valid responses to both questionnaires are
representative of the sampled population and sufficient to permit analysis of the data. The
next section of the paper will present the results of the study.

Analysis of SKill Set Requirements Results

This section of the paper will have multiple sub-sections that examine the research questions
and hypotheses in the context of the data collected. The five main areas addressed will be:
importance of skills, extent of development of skills in graduates, expected development of
skills in university accounting programs, importance of skills vs. expected development in
university accounting programs and importance of skills vs. extent of development of skills in
graduates. Frequencies and descriptives were derived from both data sets. Descriptive
statistics are designed to provide an overview of the features of the sample (Easterby-Smith et
al., 1991).

The results section begins with an examination of the findings for the importance of skills.
Importance of skills results
Research questions 1 and 2 in the study were:

1. What technical and nontechnical skills are viewed as important by accounting graduates
in the accounting workplace?

9 According to ASCA staff in August 2013, Atlantic Canada represents approximately 6.5% of the population of Canada
and has approximately 5% of the students completing the CA program in Canada.
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2. What technical and nontechnical skills are viewed as important by accounting employers
in the accounting workplace?

The first hypothesis in the study was:

H1 - There is a gap between the attitudes of accounting employers and graduates about the
importance of emotional intelligence skills required in the accounting workplace.

There was one stand-alone question (listed as question 2) in both questionnaires which asked
- overall how would you rate the importance, in the workplace, of nontechnical skills
compared to technical skills. Table 5, below, presents the results to this question by graduates
and employers. There was a remarkable consistency between the employer and graduate
responses to this question. Over 90% of both groups reported that nontechnical skills were
equally as important (if not more important) than technical skills in the workplace.

Table 5. The importance of nontechnical skills compared to technical skills

Employers (n=67) Graduates (n=199)
Nontechnical skills not as 9.0% 6.5%
important as technical skills
Nontechnical skills equally 71.6% 73.4%
important as technical skills
Nontechnical skills are more 19.4% 20.1%
important as technical skills

In the first question in the questionnaires both groups of respondents were asked how
important or not each of the 31 skill areas are in the workplace. The response options on the
scale went from: very unimportant (1), unimportant (2), neutral (3), important (4) and very
important (5). Thus, the higher the mean scores reported the more important the skill was
perceived to be in the workplace by employers and graduates.

In overall terms, the mean importance scores for all technical skills, all nontechnical skills and
all emotional intelligence skills were analyzed for both groups of respondents. These results
are displayed in Table 6. All of the skills were grouped according to their classification as
technical, nontechnical or emotional intelligence.

Even though 91% of employers reported (as seen in Table 5) that nontechnical skills were
equally important or more important than technical skills in the workplace, this was not
reflected in their overall mean scores for each group of skills. As Table 6 notes the mean
importance score for employers is higher for technical skills than nontechnical (or the
emotional intelligence skills). The mean score for all technical skills for graduates was the
same as the mean total score for the emotional intelligence skills. Also, graduates had a higher
importance mean score for nontechnical skills compared to technical skills. It is noted that the
employer and graduate responses to importance grouped by skill area were very similar. The
independent samples t-test "is used to determine if the means of two unrelated samples differ"
(Bryman and Cramer, 2011, p. 172). In order to determine what outcomes are meaningful
statistically significant differences are evaluated and significance levels are normally set at a
level of 0.05 (Bryman and Cramer, 2011). Independent samples t-tests were ran to examine
whether there was a statistically significant difference between the employer and graduate
responses and none were found.

Table 6: Importance scores by skill groupings

Skills by Grouping Employer Graduate | Difference | Significance
Mean Score Mean .
Score of Difference
Technical skills 4.27 4.19 -0.08 0.159
Nontechnical skills 4.19 4.22 0.03 0.654
Emotional intelligence skills 4.15 4.19 0.04 0.581

Given that the focus of the study was on the EI skills, the overall mean scores of all technical
skills and all El skills were compared within each group of respondents and the results are
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presented below in Table 7. While graduates did not show a difference between their overall
mean scores for technical skills vs. El skills, there was a statistically significant difference
found for employers.

Table 7: Technical skills vs. .emotional intelligence skills

Skills by Grouping Employer Mean | Graduate
Score Mean Score
Technical skills 4.27 4.19
Emotional intelligence skills 4.15 4.19
Difference -0.12 0.00
Significance of difference 0.011** 0.980

** significant at 0.05 level

Analysis around research questions one and two and the first hypothesis continued with an
examination of the mean scores at the individual skill level. Table 8, below, presents the
importance mean scores and rankings of skills according to employers and graduates. The
skills are listed in the order of highest ranking from the employer perspective and the
corresponding graduate ranking is given. The differences in mean scores and rankings are also
provided. Independent samples t-tests was conducted to examine whether there was a
significant difference between graduates and employers attitudes about the importance of the
individual skill areas in the workplace. These results are also displayed in Table 8.

Overall, both employers and graduates favorably ranked the importance of the skills in the
workplace. The overall mean importance score for all skills for both employers and graduates
was the same (4.22). Both groups rated 24 of the 31 skills with a mean score above 4.0
indicating that the skill was important or very important. Also, as Table 8 shows, the
differences in skill rankings did not show many large variances. The biggest difference in
rankings (8) between employers and graduates were for bookkeeping and finance. Thus, the
results to question two as displayed in Table 5 are not that inconsistent. However, interesting
insights are obtained when the skills are considered from a relative importance perspective.

For employers the three top skills ranked as important in the workplace were technical skills -
financial accounting, analytical skills and integrative thinking. The remaining two skills in the
top five for employers were nontechnical (oral communication and transparency) with one
(transparency) being an EI skill. If the top ten ranked skills by employers are examined five
are technical and five are nontechnical, of which three are emotional intelligence skills. In
addition to financial accounting, analytical skills and integrative thinking the other two highly
ranked technical skills were bookkeeping and audit and assurance.

The graduate rankings of the top skills seen as important in the workplace were similar to
employers. It is interesting to note that four skills (financial accounting, analytical skills,
integrative thinking and oral communication) rated in the top five by both employers and
graduates were the same. The fifth ranked skill for employers was transparency, which
graduates ranked as number six. For graduates their top ten ranked skills in terms of
importance included four technical skills and six nontechnical skills, of which three were
emotional intelligence skills. The top ranked technical skill for graduates was audit and
assurance which was ranked number 8 by employers.

When examining the least important rated skills for the workplace, there is again similarity
between employer and graduate responses. For employers three of their five least important
rated skills were nontechnical and two were technical. All of the three nontechnical skills were
El skills - inspiration, conflict management and change catalyst. The lowest ranked technical
skills by employers were management accounting and strategy and governance. For graduates
three of their five least important rated skills were technical with management accounting
receiving the lowest ranking. It is interesting to note that three skills rated in the bottom five
by both employers and graduates were the same. These were the skills of management
accounting, change catalyst and strategy and governance.

As Table 8 indicates significant differences between the attitudes of employers and graduates
about the importance of the various skills in the workplace were only found for financial
accounting, audit and assurance, finance, self-confidence and conflict management.
Employers had higher mean scores than graduates for the technical skills of financial
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accounting and finance while graduates had higher mean scores for the technical skill of audit
and assurance and the emotional intelligence skills of self-confidence and conflict
management. Thus, hypothesis one, focusing specifically on the importance of emotional
intelligence skills in the workplace, was not supported by the data collected as significant
differences in attitudes between employers and graduates were only found for two of the 19
emotional intelligence skills.

Table 8: Importance of skills mean scores and rankings

Skl Area Mean and | Mean ana | Difference | Difference i
(Rank) (Rank)
1.Financial Accounting 4.76 (1) 4.59 (3) -0.17* 2
2.Analytical Skills 4.66 (2) 4.60 (2) -0.06 0
3.Integrative Thinking 4.66 (3) 4.56 (4) -0.1 1
4.0ral Communication 4.64 (4) 4.54 (5) -0.1 1
5.Transparency 4.58 (5) 4.49 (6) -0.09 1
6.Bookkeeping 4.46 (6) 4.30 (14) -0.16 8
7.Adaptability 4.45 (7) 4.42 (10) -0.03 3
8.Audit and Assurance 4.40 (8) 4.60 (1) 0.2** -7
9.Written Communication 4.39 (9) 4.42 (9) 0.03 0
10.Service 4.39 (10) 4.47 (8) 0.08 -2
11.Self-Control 4.38 (11) 4.37(12) -0.01 1
12.Teamwork and Collaboration 4.37 (12) 4.48 (7) 0.11 -5
13.Achievement 4.36 (13) 4.40 (11) 0.04 -2
14.Initiative 4.25 (14) 4.29 (15) 0.04 1
15.Building Bonds 4.24 (15) 4.21 (18) -0.03 3
16.0Optimism 4.18 (16) 4.25 (16) 0.07 0
17.Self-Confidence 4.16 (17) 4.33 (13) 0.17** -4
18.0rganizational Awareness 4.16 (18) 4.06 (22) -0.1 4
19.Accurate Self-Assessment 4.13 (19) 4.23 (17) 0.01 -2
20.Taxation 4.13 (20) 4.14 (19) 0.1 -1
21.Developing Others 4.12 (21) 4.09 (20) -0.03 -1
22.Finance 4.09 (22) 3.77 (30) -0.32* 8
23.Emotional Self-Awareness 4.01 (23) 4.08 (21) 0.07 -2
24.Information Technology 4.00 (24) 3.94 (25) -0.06 1
25.Empathy 3.94 (25) 4.05 (23) 0.11 -2
26.Influence 3.87 (26) 3.77 (29) -0.1 3
27.Management Accounting 3.85(27) 3.73 (31) -0.12 4
28.Inspiration 3.84 (28) 3.92 (26) 0.08 -2
29.Conflict Management 3.82 (29) 4.04 (24) 0.22** -5
30.Change Catalyst 3.76 (30) 3.87 (27) 0.11 -3
31.Strategy and Governance 3.73 (31) 3.78 (28) 0.05 -3
Overall Mean Score 4.22 4.22
*significant at 0.01 level ** significant at 0.05 level
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In summary, employers and graduates had very similar attitudes about what technical and
nontechnical skills are important in the accounting workplace. Both groups shared common
perspectives on the most important and least important individual skills. Employers ranked
technical skills slightly higher in importance than graduates but the differences between both
groups for nontechnical and specifically EIl skills was not significant. These finding suggest
that a gap about the importance of the professional skill set requirements for professional
accountants from employer and graduate perspectives is not that big.

Extent of development of skills in graduates results
Research questions 3 and 4 in the study were:

3. To what extent do accounting graduates believe that these technical and nontechnical
skills have been developed in university accounting programs?

4. To what extent do accounting employers believe that these technical and nontechnical
skills have been developed in university accounting programs?

The second hypothesis in the study was:

H2 - There is a gap between the attitudes of accounting employers and graduates about the
extent of the development of the emotional intelligence skills of accounting graduates.

The question that addressed the area of the extent of development of the skills in graduates
differed slightly for employers and graduates. Employers were asked the extent to which each
skill area was developed in the recent university accounting gradates hired by their
organization. Graduates were asked the extent to which each skill area was developed as part
of their university accounting program. The response options on the scale were the same for
employers and graduates and went from: poor (1), fair (2), good (3), very good (4) and
excellent (5). Thus, the higher the mean scores reported the more developed the skill was
perceived to be in accounting graduates by employers and the graduates themselves.

Initial analysis was conducted on the overall mean scores for the extent of development in
graduates for the major skills categories. These results are displayed in Table 9. All of the skills
were grouped according to their classification as technical, nontechnical or emotional
intelligence. Graduates had higher mean scores for each category of skills and this may in
some part be attributable to potential bias from self-reporting by graduates in rating their own
development. It is interesting to note that the employer mean scores were almost identical for
each group of skills suggesting that employers viewed the development of all the skills in
graduates as being very similar. Independent samples t-tests were ran to examine whether
there was a significant difference between the employer and graduate responses and the only
statistically significant difference found was for technical skills.

Table 9: Extent of development in graduates scores by skill groupings

Skills by Grouping Employer Graduate Mean Difference Significance
Mean Score Score .
of Difference
Technical skills 2.78 3.02 0.24 0.010*
Nontechnical skills 2.78 2.89 0.11 0.324
Emotional intelligence skills 2.77 2.82 0.04 0.666

*significant at 0.01 level




Given that the focus of the study was on the EI skills, the overall mean scores of all technical
skills and all El skills were compared within each group of respondents and the results are
presented below in Table 10. While employers only had a 0.01 difference between their overall
mean scores for technical skills vs. El skills, there was a statistically significant difference
found for graduates between those skill groupings.

Table 10: Technical skills vs. emotional intelligence sKkills

Skills by Grouping Employer Mean Score Graduate Mean Score
Technical skills 2.78 3.02
Emotional intelligence skills 2.77 2.82
Difference -0.01 -0.20
Significance of difference 0.872 0.000*

*significant at 0.01 level

The analysis of research questions three and four and the second hypothesis continued with
an examination of the mean scores at the individual skill level. Table 11, below, presents the
extent of development in graduates mean scores and rankings of skills according to employers
and graduates. The skills are listed in the order of highest ranking from the employer
perspective and the corresponding graduate ranking is given. The differences in mean scores
and rankings are also provided. Independent samples t-tests were performed on the employer
and graduate responses for all skills areas and the results are also displayed in Table 11. The
skill areas found to have statistically significant differences are noted.

Overall both employers and graduates did not consider many of the skills to have very good or
excellent development in graduates. Employers and graduates only ranked nine and 14 skills
respectively with a mean score above 3.0 indicating that the skill had very good development.
The overall mean score for all skills were similar between employers (2.78) and graduates
(2.92).

As Table 11 indicates statistically significant differences between the attitudes of employers
and graduates about the extent of development of the various skill areas in accounting
graduates were found for 14 skill areas. In all but two of the skill areas the mean scores of
graduates were higher than employers indicating that they had more favorable attitudes about
their development in that skill area. For the 21 nontechnical skills there were significant
differences for seven: oral communication, written communication, emotional self-awareness,
accurate self-assessment, organizational awareness, initiative and conflict management.
Specifically with respect to the EIl skill areas there were significant differences found for five of
the 19 emotional intelligence skills. Thus, while there are some differences, hypothesis two,
specifically focusing on emotional intelligence skills, was not strongly supported by the data
collected from employers and graduates.

For the technical skills there were significant differences in seven of the ten listed skills:
financial accounting, bookkeeping, management accounting, finance, strategy and
governance, information technology, and integrative thinking. Thus, while the hypothesis
focused on the development of emotional intelligence skills in accounting graduates, the
findings suggest that there is a bigger gap between the attitudes of accounting employers and
graduates about the extent of the development of technical skills in accounting graduates. This
is supported with the results of Table 9 where a statistically significant difference was found
between employers and graduates for technical skills when grouped together.

Employers only identified one technical skill (financial accounting) in the top five rated skills
as being developed in accounting graduates. The other skills in the top five were the emotional
intelligence competencies of teamwork and collaboration, achievement, building bonds and
transparency. When the top ten skills are looked at for employers seven are emotional
intelligence skills. In addition to financial accounting, there is only one other technical skill
(information technology) in the top ten employer skill rankings.

While graduates had higher ratings of their skills development than the evaluation made by
employers for 23 of the 31 skill areas, the results for graduates did have some similarities to
that of employers. Graduates reported their most developed skill to be financial accounting.
Management accounting was also in their top five with the remaining three skills being written
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communication and the EI skills of teamwork and collaboration and building bonds. Thus, the
three skills of teamwork and collaboration, financial accounting and building bonds were
rated as the most developed in graduates by both employers and graduates.

Table 11: Extent of development in graduates

Skill Area Employer Graduate - - .
Mean and Mean and Di:]ﬁ&';?]cse D'g:rfﬁ?r?esm
(Rank) (Rank) 9
1.Teamwork and 3.54 (1) 3.64(2) 0.10 1
Collaboration
2. Financial Accounting 3.34 (2) 3.74 (1) 0.40* -1
3.Achievement 3.25(3) 3.32(6) 0.07 3
4.Building Bonds 3.22 (4) 3.39 (3) 0.17 -1
5.Transparency 3.19 (5) 3.04 (13) -0.15 8
6.Adaptability 3.09 (6) 3.12 (9) 0.03
7.0ptimism 3.07(7) 2.90 (15) -0.17 8
8.Information Technology 3.04.(8) 2.48 (28) -0.56* 20
9.0ral Communication 3.01(9) 3.31(7) 0.30** -2
10.Self-Confidence 2.97 (10) 2.75 (20) -0.22 10
11.Audit and Assurance 2.94 (1) 2.88 (16) -0.06 S
12.Analytical Skills 2.93(12) 3.07 (10) 0.14 -2
13.Self-Control 2.87 (13) 2.68 (23) -0.19 10
14.Management Accounting 2.78 (14) 3.36 (4) 0.58* -10
15.Integrative Thinking 213 (15) 3.04 (12) 0.31** -3
16.Initiative 2.69 (16) 3.00 (14) 0.31%* -2
17.Finance 2.68 (17) 3.05(11) 0.37* -6
18.Emotional Self- 2.66 (18) 2.39 (31) -0.27** 13
Awareness
19.Written Communication 2.63 (19) 3.36 (5) 0.73* -14
20.Developing Others 2.63 (20) 2.56 (25) -0.07 5
2L.Inspiration 2.60 (21) 2.80 (17) 0.20 -4
22.Bookkeeping 2.58 (22) 3.13(8) 0.55* -14
23.Empathy 2.57 (23) 2.43 (30) -0.14 7
24 Taxation 2.55 (24) 2.69 (22) 0.14 -2
25.Influence 2.43(25) 2.55 (26) 0.12 1
26.Service 2.43 (26) 2.46 (29) 0.03 3
27.0rganizational 2.43 (27) 2.75 (19) 0.32** -8
Awareness
28.Accurate Self- 2.38 (28) 2.62 (24) 0.24** -4
Assessment
29.Conflict Management 2.37(29) 2.78 (18) 0.41* -11
30.Change Catalyst 2.36 (30) 2.54 (27) 0.18 -3
31.Strategy and Governance 2.33(31) 2.74 (21) 0.41* -10
Overall Mean Score 2.18 2.92
* significant at 0.01 level ** significant at 0.05 level

There was also some overlap in employer and graduate attitudes on the least developed skill
areas in accounting graduates according to mean scores reported by employers and graduates.
For employers the least developed skills in graduates were the emotional intelligence skills of
change catalyst, conflict management, accurate self-assessment, influence, organizational
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awareness and service. The least developed skill employers ranked was the technical skill area
of strategy and governance. The other technical skill that employers viewed as having lower
development in graduates was taxation.

For graduates four of their five least developed skills were the EI skills of emotional self-
awareness, empathy, service and change catalyst. The lowest ranked (number 28) technical
skill area for graduates was in the area of information technology. It is interesting to note that
employers had ranked information technology relatively high (number 8). Similarly,
employers ranked the skill area of bookkeeping on the lower range (number 22) with respect
to being developed in accounting graduates, while the graduates had ranked it much higher
(number 8). The other big difference (14) in skill rankings between employers and graduates
was written communication where graduates had a statistically different higher score.

In summary, employers had less favorable attitudes than graduates about the development of
skills in graduates, thus indicating a gap. For the 14 skill areas that had significant differences,
in all but two of the skills, employers had lower mean scores than graduates indicating that
they viewed the skill area as being less developed that graduates believed. While there were
seven technical and seven nontechnical skills identified with significant differences, on a
percentages basis there were more concern from employers for the overall technical skill
development of accounting graduates. This is also evident from Table 9 when the means for
the combined skill areas are compared. Areas of common ground between the two groups
were found for technical skills like financial accounting which were seen as well-developed
along with the emotional skills of building bonds and teamwork and collaboration. Both
groups view many of the other emotional intelligence skills such as service and change catalyst
as being on the lower end of the development scale.

Expected development of skills in university results
Research questions 5 and 6 in the study were:

5. Where do accounting graduates believe that accounting graduates should develop these
technical and nontechnical skills?

6. Where do accounting employers believe that accounting graduates should develop these
technical and nontechnical skills?

With these research questions the intention was to determine employer and graduate attitudes
regarding the desired development of the skill areas in university accounting programs. The
guestion asked to both groups was to indicate the extent to which each skill area should be
developed in university accounting programs.The response options on the scale were the same
for employers and graduates: no development (1), some development (2), good development
(3), very good development (4) and excellent development (5). Thus, the higher the mean
scores reported the more expectation there is that the skill area should be developed in
university accounting programs.

In overall terms, all technical skills, all nontechnical skills and all emotional intelligence skills
were analyzed for both groups of respondents. Table 12 presents the results of this analysis. All
of the skills were grouped according to their classification as technical, nontechnical or
emotional intelligence. As Table 12 shows, employers had higher mean scores for the expected
development of technical skills in university compared with the expected development of
nontechnical and emotional intelligence skills. Graduates had similar attitudes in that the
expected development in university was higher for technical skills. Graduates, in general, had
higher expectations for skill development in university than employers for all three skill
groupings. Independent samples t-tests were conducted on the employer and graduate scores
for all three categories of skills. As Table 12 shows, while graduates had higher ratings about
the development in university of three skill areas, a statistically significant difference was only
found for the technical skills area.
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Table 12: Expected development in university scores by skill groupings

Skills by Grouping Employer Graduate Mean | Difference Significance

Mean Score Score

of Difference

Technical skills 3.81 4.01 -0.20 0.017**
Nontechnical skills 3.54 3.59 0.05 0.650
Emotional intelligence skills 3.46 3.53 0.07 0.53399

** significant at 0.05 level

Given that the focus of the study was on the ElI skills, the overall mean scores of all technical
skills and all EI skills were compared within each group of respondents and the results are
presented below in Table 13. There was a statistically significant difference found for both
employers and graduates with respect to their attitudes about the expected development of
technical skills vs. emotional intelligence skills in university. Both groups rated technical skills
higher for development in university.

Table 13: Technical skills vs. emotional intelligence skills

Skills by Grouping Employer Mean Score | Graduate Mean Score
Technical skills 3.81 4.01
Emotional intelligence skills 3.46 3.53
Difference -0.35 -0.48
Significance of difference 0.000* 0.000*

*significant at 0.01 level

The analysis of research questions 5 and 6 continued with an examination of the mean scores
at the individual skill level. Table 14, below, presents the mean scores and rankings for the
extent of development in university for all 31 skills according to employers and graduates. The
skills are listed in the order of highest ranking from the employer perspective and the
corresponding graduate ranking is given. The differences in mean scores and rankings are also
provided. Independent samples t-tests were performed on the employer and graduate
responses for all skills areas and the results are also displayed in Table 14. The skill areas
found to have statistically significant differences are noted.

Overall, employers believed that just six skills warrant excellent or very good development in
university whereas for graduates it was 10 skills. For employers three of their top five most
rated skills for development in university accounting programs were nontechnical (written
communication and oral communication) and one of these was an emotional intelligence skill
(teamwork and collaboration). The most rated technical skill for development in university
accounting programs from the employer perspective was financial accounting which was also
rated as the highest in terms of importance in the workplace.

For graduates all but one of their top rated skills for development in university accounting
programs were technical and the one nontechnical skill was oral communication. There were
similarities in the top rated skills between employers and graduates as three skill areas
(financial accounting, oral communication and analytical skills) were in the top five for both
employers and graduates. The rankings of employers and graduates attitudes were also very
similar with respect to the least rated skills for development in university accounting
programs. The same four EI skills (change catalyst, empathy, influence and inspiration) were
ranked the lowest for development in university accounting programs. The other skills at the
bottom of the rankings for both groups were organizational awareness and developing others,
both emotional intelligence skills.

As Table 14 indicates statistically significant differences between the attitudes of employers
and graduates about the expected development of the various skill areas in university were
found for five skill areas. These five skills were all technical - audit and assurance, finance,
management accounting, taxation and strategy and governance - and for each one the mean
scores of graduates were higher than employers indicating that they had more favorable
attitudes about the development of that skill area in university.
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Table 14: Expected development in university accounting programs

Motnand | Meanana | Dlffsrence || piftrence
(Rank) (Rank)
1.Written Communication 4.33 (1) 4.14 (6) -0.19 5
2.0ral Communication 4.28 (2) 4.16 (5) -0.12 3
3.Analytical Skills 4.25(3) 4.16 (4) -0.09 1
4.Financial Accounting 4.20 (4) 4.42 (1) 0.22 -3
5.Teamwork and Collaboration 4.19 (5) 4.04 (8) -0.15 3
6.Integrative Thinking 4.18 (6) 4.22 (3) 0.04 -3
7.Audit and Assurance 3.94(7) 4.25(2) 0.31** 5
8.Achievement 3.90 (8) 3.75 (14) -0.15 6
9.Bookkeeping 3.88(9) 4.01(9) 0.13 0
10.Transparency 3.82 (10) 3.72 (15) -0.10 5
11.Adaptability 3.76 (11) 3.78 (13) 0.02 2
12.Finance 3.70 (12) 3.95 (11) 0.25%* -1
13.Management Accounting 3.69 (13) 4.06 (7) 0.37* -6
14.1nitiative 3.69 (14) 3.65 (16) -0.04 2
15.Building Bonds 3.69 (15) 3.80 (12) 0.11 -3
16.Information Technology 3.67 (16) 3.64 (18) -0.03 2
17.Service 3.61(17) 3.57 (20) -0.04 3
18.0ptimism 3.48 (18) 3.54 (21) 0.06 3
19 Taxation 3.45 (19) 4.01(10) 0.56* -9
20.Conflict Management 3.45 (20) 3.65 (17) 0.20 -3
21.Developing Others 3.40 (21) 3.38(27) -0.02 6
22.Accurate Self-Assessment 3.33 (22) 3.42 (24) 0.09 2
23.Self-Confidence 3.32(23) 3.51(22) 0.19 -1
24.Self-Control 3.30 (24) 3.41 (25) 0.11 -1
25.Strategy and Governance 3.28 (25) 3.59 (19) 0.31** -6
26.Emotional Self-Awareness 3.23 (26) 3.31(29) 0.08 3
27.0rganizational Awareness 3.19 (27) 3.44 (23) 0.25 -4
28.Inspiration 3.16 (28) 3.35(28) 0.19 0
29.Influence 3.13(29) 3.26 (31) 0.3 2
30.Empathy 3.11(30) 3.29 (30) 0.18 0
31.Change Catalyst 3.10 (31) 3.38 (26) 0.28 -5
Overall Mean Score 3.64 3.74
*significant at 0.01 level ** significant at 0.05 level

In summary, employers and graduates rated technical skills higher than nontechnical (and
specifically emotional intelligence skills) for development in university accounting programs.
Also, in general, graduates had higher expectations than employers that all skill areas be
developed in university programs.
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Importance of skills vs. expected development in university results
The third hypothesis in the study was:

H3: Accounting employers and graduates expect correspondence between the emotional
intelligence skills seen as important in the accounting workplace and those covered in
university accounting programs.

The initial testing for this hypothesis involved a correlation analysis between questions one
and four in the questionnaires for each group of respondents. The summary of the correlation
results for both groups of respondent can be found in Appendix B. For employers all of the
skill areas, except for bookkeeping, transparency, adaptability and initiative, were significantly
correlated with respect to importance of skill and the extent to which it should be developed in
university accounting programs. For graduates significant correlations were found for all skill
areas. While statistically significant correlations were found it is acknowledged that for many
of the skills the correlation levels were not high. Cohen and Holliday (1982), as cited in
Bryman and Cramer (2011), suggest the following with respect to correlation levels: " .19 and
below is very low; .20 to .39 is low;.40 to .69 is modest;.70 to .89 is high and .90 to 1 is very
high"(Bryman and Cramer, 2011, p.214). Given the large sample size of the study it is possible
that very low to low correlations are statistically significant thus questioning the practical
significance of the correlation results (Sulsky, 2013).

While the correlation analysis did indicate some degree of correspondence, it did not provide
enough detail to make meaningful conclusions about the third hypothesis. As such it was
decided to perform further analyses. In addition to calculating means and ranking for the skill
areas, an integrated analysis of the two variables in a strategic map was constructed (Montano
et al.,, 2001). These maps graph the mean scores collected for all skill areas from the
questionnaires. Two intersecting lines, at the overall mean score for all skills, divides the map
into 4 areas. These four areas will graphically show above average and below average areas in
terms of importance and development for the 31 skill areas.

These strategic maps examine the relationship between questions one and four in the
guestionnaires, and is key to evaluating the third hypothesis for the study. This association
between importance of the skill and the belief that the skill should be covered in university
accounting programs is relevant to the neo-correspondence theory. Developed by Saunders
and Machell (2000) the neo-correspondence theory promotes an "explicit curriculum" which
fosters correspondence between higher education and the workplace. The main focus of the
neo-correspondence theory is how higher education institutions should react to the
requirements of employers who want graduates with a certain range of skills.

In these maps, the mean scores for each skill area is plotted with respect to the level of
importance assigned by the respondents and the extent to which the skill should be developed
in university accounting programs. The importance scores are in the ordinate (vertical) axis
while the abscissa (horizontal) axis displays the expected development in university scores.
An example of this type of strategic map is represented below in Figure 1.
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Figure 1: Strategic map example, importance vs. expected development in
university

In these set of strategic maps, Area 2, as per the above description, is an area of interest given
it displays the skills that are seen having above average importance and needing above average
development in university accounting programs. Figures 2 and 3 show the strategic maps for
employer attitudes in terms of importance and expected development in university accounting
programs for technical skills and nontechnical respectively.

In Area 2 of Figures 2 and 3 the skills that employers view as most important and should be
developed in university accounting programs are displayed. The technical skills in this area
were financial accounting, audit and assurance, analytical skills, integrative thinking and
bookkeeping. There was correspondence for 50% of the technical skills in terms of importance
and whether they should be developed in university accounting programs.

The nontechnical skills in Area 2 of Figure 3 include written communication, oral
communication and the emotional intelligence competencies of initiative, transparency,
adaptability, achievement and teamwork and collaboration. While there were less
correspondence for the nontechnical skills (and specifically the EIl skills) there was still
correspondence for almost 33% and 26% of the nontechnical and emotional intelligence skills
respectively. Thus, in evaluating this hypothesis for employers, the extent of correspondence is
evident for nontechnical skills and to a lesser degree the emotional intelligence skills but is
much stronger for technical skills.

Other interesting observations from Figures 2 and 3 for employers relate to Area 1 where skills
viewed as being of high importance but low expected development in university accounting
programs would be found. There were no technical skills for employers in this space.
However, as seen in Area 1 of Figure 2, while employers found that the EI skills of self-control,
self-confidence, organizational awareness, developing others and optimism are important in
the workplace, they have lower expectations with respect to their development in university.
Area 3 displays the skills that have lower importance and lower expected development in
university. The technical skills in this area were: taxation and strategy and governance. The
nontechnical skills were: conflict management, change catalyst, inspiration, influence and
empathy. Finally, Area 4 shows skills which have below average importance and above average
expected development in university. There were no nontechnical skills in this Area but
employers did rate the technical skills of finance and information technology as being below
average importance in the workplace but having above average expected development in
university.
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Figure 2: Technical skills*, importance vs. expected development in university

* Technical skills: Financial Accounting (FA), Bookkeeping (B), Management Accounting (MA), Taxation (TX),
Taxation (TX), Audit and Assurance (AA), Finance (F), Strategy and Governance (SG), Information Technology
(IT), Analytical Skills (AS), Integrative Thinking (IN).
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Figure 3: Nontechnical skills**, importance vs. expected development in

university

** Oral Communication (OC), Written Communication (WC), Emotional Self-Awareness (ES), Accurate Self-
Assessment (AS), Self-Confidence (SC), Empathy (E), Organizational Awareness (OA), Service (S), Self-Control (SO),
Transparency (T), Adaptability (AD), Achievement (AC), Initiative (I), Optimism (OP), Inspiration (IS), Influence
(IF), Developing Others (DO), Change Catalyst (CC), Conflict Management (CM), Teamwork and Collaboration

(TC), Building Bonds (BB).
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Figures 4 and 5, below, display the strategic maps for graduate attitudes in terms of
importance and extent of development in university accounting programs for technical skills
and nontechnical respectively.

The technical skills in Area 2 (above average importance, above average expected development
in university) of Figure 4 for graduates were: financial accounting, audit and assurance,
analytical skills, integrative thinking and bookkeeping. These are exactly the same results
reported by employers. The nontechnical skills in Area 2 of Figure 5 include written and oral
communications and the emotional intelligence skills of adaptability and teamwork and
collaboration. While employers indentified three more EI skills in this area there was overlap
between both groups in terms of the adaptability and collaboration. Thus, if this hypothesis is
considered for graduates the extent of correspondence is: 19% for nontechnical skills and 11%
for emotional intelligence skills which are much lower than the 50% correspondence for
technical skills.

It is interesting to note that graduates had similar views to employers about skills seen as
important in the workplace but not expected to be developed in university. Like employers,
graduates placed no technical skills in this space (Area 1 of Figure 4). However, like employers
graduates ranked several emotional intelligence skills in Area 1 of Figure 5 including self-
control, self-confidence, service, initiative, optimism and accurate self-assessment. Area 3
displays the skills that have lower importance and lower expected development in university.
The technical skills in this area were: information technology and strategy and governance.
The nontechnical skills were: conflict management, change catalyst, influence, organizational
awareness, developing others and emotional self-awareness. Finally, Area 4 shows skills which
have below average importance and above average expected development in university. There
were no nontechnical skills in this Area but graduates did rate the technical skills of finance
and management accounting as being below average importance in the workplace but having
above average expected development in university.
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Figure 4: Technical* skills, importance vs. expected development in university

* Technical skills: Financial Accounting (FA), Bookkeeping (B), Management Accounting (MA), Taxation (TX),
Taxation (TX), Audit and Assurance (AA), Finance (F), Strategy and Governance (SG), Information Technology
(IT), Analytical Skills (AS), Integrative Thinking (IN).
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Figure 5: Nontechnical skills**, importance vs. expected development in
university

** Oral Communication (OC), Written Communication (WC), Emotional Self-Awareness (ES), Accurate Self-
Assessment (AS), Self-Confidence (SC), Empathy (E), Organizational Awareness (OA), Service (S), Self-Control (SO),
Transparency (T), Adaptability (AD), Achievement (AC), Initiative (I), Optimism (OP), Inspiration (IS), Influence
(IF), Developing Others (DO), Change Catalyst (CC), Conflict Management (CM), Teamwork and Collaboration
(TC), Building Bonds (BB).

In summary, the views of employers and graduates were similar with respect to the
importance of a skill area and the extent to which it should be developed in university
accounting programs. Both groups did not identify any technical skills that were important
and should not developed in university. Also, employers and graduates acknowledge the
importance of certain emotional intelligence skills but do not have expectations that they be
developed in university accounting programs. There is a small gap between employers and
graduate attitudes about the expected correspondence between the importance of technical
skills and their development in university accounting programs. Like employers, graduates
view nontechnical skill development in university accounting programs as being less critical
than technical skills development. Graduates also expect less correspondence than employers
with respect to nontechnical and more specifically emotional intelligence skills development
in university accounting programs.

Importance of skills vs. extent of development in graduates

While there was no hypothesis that examined the relationship between the importance of a
skill vs. the extent of development of that skill in graduates, these attributes were mapped. The
importance scores are in the ordinate (vertical) axis while the abscissa (horizontal) axis
displays the extent of development in graduates scores. The overall mean score for all skills
divides the map into 4 areas. These four areas will graphically show above average and below
average areas in terms of importance and development of the skill in graduates for the 31 skill
areas. An example of this type of strategic map is represented below in Figure 6.

For these series of strategic maps an area of interest will be Area 1 where we find skills that
have above average importance but below average development in graduates. Figure 7, below,
shows the strategic map for employer attitudes in terms of importance and extent of
development in accounting graduates for technical skills with both mapped against the same
overall skills mean score average. The technical skills in Area 1, as displayed in Figure 7, were
integrative thinking and bookkeeping. Area 2 contains the skills that are of high importance
and are seen as being highly developed in graduates. Employers rated the technical skills of
financial accounting, analytical skills and audit and assurance in this category. In Area 3 the
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skills of finance, taxation and strategy and governance were viewed as having low importance
and low development in graduates. Area 4 contains the skills that were viewed as having low
importance but high development in accounting graduates. It is interesting to note that

employers reported information technology in this area.
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Figure 6: Strategic map example, importance vs. extent of development in

graduates
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Figure 7: Technical skills*, importance vs. extent of development in graduates
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* Technical skills: Financial Accounting (FA), Bookkeeping (B), Management Accounting (MA), Taxation (TX),
Taxation (TX), Audit and Assurance (AA), Finance (F), Strategy and Governance (SG), Information Technology
(IT), Analytical Skills (AS), Integrative Thinking (IN).

Figure 8 shows the strategic map for employer attitudes in terms of importance and extent of
development in accounting graduates for nontechnical skills with both mapped against the
same overall skills mean score average. The nontechnical skills, displayed in Area 1 (above
average importance, below average development) for employers included written
communication and the EI skills of initiative and service. Employers identified several
nontechnical skills in Area 2 where the skills were ranked as important and highly developed
in graduates. These skills were oral communication and the emotional intelligence skills of
self-control, transparency, achievement, adaptability and teamwork and collaboration. Also, in
Area 3 the emotional intelligence skills of accurate self-assessment, developing others,
emotional self-awareness, empathy, inspiration, influence, change catalyst and conflict
management were viewed as having low importance and low development in graduates. It is
interesting to note that employers ranked no nontechnical skills in Area 4 where skills with
low importance and high development in graduates would be found.
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Figure 8: Non-technical skills**, importance vs. extent of development in
graduates

** Oral Communication (OC), Written Communication (WC), Emotional Self-Awareness (ES), Accurate Self-
Assessment (AS), Self-Confidence (SC), Empathy (E), Organizational Awareness (OA), Service (S), Self-Control (SO),
Transparency (T), Adaptability (AD), Achievement (AC), Initiative (I), Optimism (OP), Inspiration (IS), Influence
(IF), Developing Others (DO), Change Catalyst (CC), Conflict Management (CM), Teamwork and Collaboration
(TC), Building Bonds (BB).

Figures 9 and 10, below, represent the graduate versions of the strategic mapping of skill
importance and extent of development in graduates. As illustrated in Figure 9, while graduates
identified three technical skills (information technology, taxation and strategy and
governance) as below average on the development scale these were also below average in
terms of perceived importance. Graduates reported no technical skill as being of high
importance in the workplace and low development (Area 1). Again, this might be indicative of
a self reporting bias. However, in Area 4 of Figure 9 the technical skills of finance and
management accounting were noted as being highly developed but of low importance. For the
nontechnical skills, in Figure 10, graduates identified three skill areas that were important but
the extent of development below the mean score. These skills in Area 1 are the EIl skills of
service, self-confidence and self-control. Graduates identified no nontechnical skills in Area 4
of Figure 10 which would reflect low importance and high development.
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Figure 9: Technical skills*, importance vs. extent of development in graduates

* Technical skills: Financial Accounting (FA), Bookkeeping (B), Management Accounting (MA), Taxation (TX),
Taxation (TX), Audit and Assurance (AA), Finance (F), Strategy and Governance (SG), Information Technology
(IT), Analytical Skills (AS), Integrative Thinking (IN).
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Figure 10: Nontechnical skills**, importance vs. extent of development in
graduates

** QOral Communication (OC), Written Communication (WC), Emotional Self-Awareness (ES), Accurate Self-
Assessment (AS), Self-Confidence (SC), Empathy (E), Organizational Awareness (OA), Service (S), Self-Control (SO),
Transparency (T), Adaptability (AD), Achievement (AC), Initiative (I), Optimism (OP), Inspiration (IS), Influence
(IF), Developing Others (DO), Change Catalyst (CC), Conflict Management (CM), Teamwork and Collaboration
(TC), Building Bonds (BB).
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Analysis of employer and graduate attributes

It was anticipated that the responses to the three questions in section one of the
questionnaires about the various skills areas might vary according to the various attributes of
the respondents. Thus, there was a potential opportunity to offer new insights with respect to
the population characteristics in keeping with descriptive research design.

Graduate responses to the three main questions in the survey were analyzed by use of
independent samples t-tests for statistically significant differences between the attributes of
type of office (national vs. local firm), type of degree (business vs. business co-operative) and
gender. The results of this analysis are summarized in Tables 15-17.

Table 15 presents significant differences in graduate responses for all three main survey
guestions according to whether the graduate worked in a national or local office. As noted in
Table 3 presented earlier, over 85% of graduate respondents worked in either a national or
local accounting firm. As Table 15 indicates there were only five skills that had significant
differences in means scores by office type. The scores for respondents from national offices
were higher than the scores of respondents from local offices for four of these five skills. The
only skill found to have significant difference and a higher mean score for local firm
respondents was audit and assurance.

Table 15. Graduate responses - national firm vs. local firm

Survey Question Significant Results Difference in Means
1. Indicate how important or not each management accounting -0.29**
skill area is in the workplace.
audit and assurance 0.18**
empathy -0.32**
teamwork and collaboration -0.27**
3. Indicate the extent to which each skill bookkeeping -0.54*
area was developed as part of your
university accounting program.
4. Indicate the extent to which you None N/A
believe each skill area should have been
developed as part of your university
accounting program

*significant at 0.01 level **significant at 0.05 level

Table 16, below, presents significant differences in graduate responses for all three main
survey questions according to degree type. Business and business co-operative graduates were
profiled because both degrees accounted for over 93% of graduate respondents (see Table 3).
As Table 16 indicates there were only two technical skills - financial accounting and audit
assurance that had statistically significant results. For these two skills respondents with a co-
operative business degree had higher mean scores than respondents with a regular business
degree. There were no significant differences in graduate responses for any of the nontechnical
skills for the two types of business degrees.

Table 16. Graduate Responses - business degree vs. co-operative business degree

Survey Question

Significant Results

Difference in Means

1. Indicate how important or not each
skill area is in the workplace.

None

N/7A

3. Indicate the extent to which each skill
area was developed as part of your
university accounting program.

financial accounting

0.30**

4. Indicate the extent to which you
believe each skill area should have been
developed as part of your university
accounting program

financial accounting

audit and assurance

0.20**

0.23**

* significant at 0.01 level

** significant at 0.05 level
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Table 17, presented below, displays the significant graduate survey results by gender. This
attribute had many statistically significant differences. The responses to question one about
the importance of the skill were significantly different between male and female graduates for
12 of the 31 skill areas. In all of the 12 skills the female graduate respondents had higher mean
scores than the male graduate respondents as to how important the skill area was in the
workplace. In the responses to question three about the extent graduates believe each skill
area should have been developed as part of their university accounting programs, significant
differences were found for half of the technical skills. In all cases the mean score for female
respondents were higher than the mean score for male respondents. Further discussion of
these findings will take place in the "Conclusions and Recommendations" section of the DBA
thesis.

Table 17. Graduate responses - gender

Survey Question Significant Differences Difference in Means
1. Indicate how important or not each financial accounting 0.21**
skill area is in the workplace. bookkeeping 0.29*
strategy and governance 0.35*
integrative thinking 0.28*
oral communications 0.33*
written communications 0.38*
accurate self-assessment 0.22**
adaptability 0.20**
achievement 0.19**
optimism 0.27*
conflict management 0.30**
teamwork and collaboration 0.29*
3. Indicate the extent to which each skill No significant differences
area was developed as part of your found. N/A
university accounting program.
4. Indicate the extent to which you bookkeeping 0.24**
believe each skill area should have been management accounting 0.27**
developed as part of your university audit and assurance 0.30**
accounting program analytical skills 0.29*
integrative thinking 0.23**

* significant at 0.01 level
level

** significant at 0.05

Employer responses to the three main questions in the survey were analyzed by use of
independent samples t-tests for statistically significant differences between the attributes of
type of office (national vs. local firm), area of specialization (auditing vs. taxation) and number
of articling students in the office (less than three vs. four to seven). The results of this analysis
are summarized in Tables 18-20.

Table 18, below, presents significant differences in employer responses for all three main
survey questions according to whether the employer was from a national or local office. As
noted earlier in Table 4, over 82% of employer respondents worked in either a national or
local accounting firm. As Table 18 indicates there were only three skills that had significant
differences in means scores by office type. The scores for respondents from national offices
were higher than the scores of respondents from local offices for each of these three skills.

Table 18. Employer responses - national firm vs. local firm

Survey Question Results Difference in Means
Indicate how important or not each skill influence -0.44**

area is in the workplace.

Indicate the extent to which each skill

area was developed in the recent No significant differences N/A
graduates hired by your organization. found.

Indicate the extent to which you believe management accounting -0.56**

each skill area should be developed in building bonds -0.52**
university accounting programs.

*significant at 0.01 level ~ ** significant at 0.05 level
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Table 19, below, presents significant differences in employer responses for all three main
survey questions according to area of work specialization. While the majority of employer
respondents worked in the area of auditing, for anecdotal reasons, it was decided to
investigate whether there were significant differences in results based on whether the
employer worked in auditing or taxation. In a public accounting firm it is common for these
two areas of specialization to be seen as requiring different skill sets. As Table 19 shows there
were only four skills that had significant differences in means scores by type of specialization.
The tax employers had higher mean scores than the auditing employers for all of these skills
except bookkeeping.

Table 19. Employer responses - auditing vs. tax specialization

Survey Question Results Difference in Means

Indicate how important or not each skill bookkeeping -0.47**

area is in the workplace. adaptability 0.25*
initiative 0.52**

Indicate the extent to which each skill transparency 0.88*

area was developed in the recent

graduates hired by your organization.

Indicate the extent to which you believe No significant differences N/A

each skill area should be developed in
university accounting programs.

found.

* significant at 0.01 level

** significant at 0.05 level

Finally, Table 20, below, presents significant differences in employer responses for all three
main survey questions according to whether the respondent worked in an office that had less
than 3 articling students or between four to seven articling students. As noted earlier in Table
4, 44.8% of employer respondents had less than three articling students in their office and
46.2% had between four to seven articling students. As Table 20 shows there were only five
skills that had significant differences in means scores and four of these were emotional
intelligence competencies. For all skills in Table 20, the mean score for employers that had
four to seven articling students was higher than the mean scores for employers with less than
3 articling students, except for the El skill of initiative.

Table 20. Employer responses - number of articling students (less than 3 vs. 4-7)

Survey Question Results Difference in Means
Indicate how important or not each skill | analytical skills 0.27**

area is in the workplace.

Indicate the extent to which each skill inspiration -0.59**

area was developed as part of your

university accounting program.

Indicate the extent to which you believe initiative 0.51**

each skill area should have been developing others 0.58**
developed as part of your university teamwork and collaboration 0.55*

accounting program

*significant at 0.01 level ~ ** significant at 0.05 level

In general, with the exception of graduate responses by gender, there were not many
statistically significant differences in the employer and graduate results by attribute. The final
section of the paper will present the concluding remarks and next steps for the study.

Concluding Remarks

The results of this study have shown that employers and graduates have similar attitudes
towards the skills seen as important or not in the accounting workplace. Employers ranked
technical skills slightly higher in importance than graduates but the differences between both
groups for nontechnical and specifically EI skills was not significant. These finding suggest
that a gap about the importance of the professional skill set requirements for professional
accountants from employer and graduate perspectives is not that substantial.
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While graduates have more favorable beliefs than employers about their personal
development in certain skills, both groups did share certain attitudes about the extent of skill
development in graduates. Technical skills like financial accounting along with the emotional
intelligence competencies of building bonds and teamwork and collaboration are seen as
highly developed by employers and graduates. Other emotional intelligence skills like service
and change catalyst are viewed as being poorly developed. On an overall basis employers rated
skill development in graduates for all technical and all nontechnical skills as exactly the same.
Employers, however, were more concerned about technical skill development rather than
nontechnical skill development in university accounting programs.

Employers and graduates share similar perspectives about the expected development of skills
in university accounting programs as both groups rated technical skills higher than
nontechnical (and specifically emotional intelligence skills) for university development. Also,
both employers and graduates acknowledge the importance of certain emotional intelligence
skills in the accounting workplace but do not have expectations that they be developed in
university accounting programs.

While many studies have identified gaps or lack of correspondence between the university
accounting curriculum and the accounting workplace, the findings of this study suggest that
the gap may not be as big as expected. These results also indicate that employers of accounting
graduates have more concerns over technical skill development than nontechnical skill
development in university accounting programs. Thus, correspondence between employer
requirements and the university accounting curriculum is of more concern for technical skills
rather than nontechnical or emotional intelligence skills.

These findings, including the implications for accounting education, will be discussed further
in "Section 3: Conclusions and Recommendations” the DBA thesis. The contributions to
practice and theory and suggestions for future research will also be discussed in this section.
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B Accounting Employer Survey
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Page 1
Accounting Employer Survey

This questionnaire is designed to examine the perceptions of employers of accounting graduates
about various skills in university accounting programs and the workplace.

Your participation, which is voluntary, is very important to the survey’s findings. The
questionnaire will take approximately 10-15 minutes to complete. The survey will time out after
60 minutes and responses will not be saved so please ensure you complete the survey within
this time period.

Your name will not be recorded on the questionnaire and results will only be communicated at an
aggregate level. Informed consent is deemed as given through participation in the survey.

Thank-you for your co-operation and time.

Peggy Coady, FCA
Memorial University of Newfoundland

I.E_

Page 2
Section A

In this four-part section you will be asked a number of questions about various skills.
On the basis of your experience please select the appropriate response.

Indicate how important or not you believe each skill area is in the workplace.

Very
unimportant

Very

Unimportant Neutral Important .
important

1. Financial

Accounting

(interpretation and O O O O O
application of relevant

accounting standards)

2. Bookkeeping (bank

reconciliation, journal O O O O O

entry preparation,
monthly accounting)

3. Management
Accounting

(budgeting, costing, O O O O O
performance
measurement)

4. Taxation (personal

and corporate tax O O O O O
preparation)

5. Audit and

Assurance (financial

statement auditing and O O O O O

other assurance
services)

6. Finance (financial O O @) O O

analysis and planning)

7. Strategy and
Governance (role of

corporate governance O O O O @)




within an organization,
strategy formulation)

8. Information
Technology
(proficiency in the
latest information
technology sources)

9. Analytical Skills
(articulating and
solving problems)

10. Integrative
Thinking (critical
thinking of many
factors when solving a
problem)

11. Oral
Communication
(effective listening,
understanding,
speaking)

12. Written
Communication
(writing with clarity and
precision)

13. Emotional Self-
Awareness
(recognizing one's
emotions and their
effects)

14. Accurate Self-
Assessment (knowing
one's strengths and
limits)

15. Self-Confidence
(sureness about one's
self-worth and
capabilities)

16. Empathy (sensing
others' feelings and
perspective)

17. Organizational
Awareness (the ability
to read social and
political networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs )
19. Self-Control
(keeping disruptive
emotions and impulses
under control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing situations
or overcoming
obstacles )

22. Achievement
(striving to improve or
meet a standard of




excellence)
23. Initiative

(readiness to act and O O O O O

seize opportunities )
24. Optimism

(persistence in pursuing O o) o) O o)

goals despite obstacles
and set-backs)

25.

Inspiration (inspiring O O O O O
and guiding people)

26. Influence (using

effective tactics of O O O O O

persuasion)
27. Developing

Others (encouraging O O O O O

others' abilities through
feedback and guidance)

28. Change Catalyst

(initiating or managing @) @) @) @) O
change)

29. Conflict

Management

(negotiating and O O O @) @)
resolving

disagreements)

30. Teamwork and
Collaboration

(cooperatively working O O @) @) @)

with others towards a
shared goal)

31. Building Bonds

(cultivating and o) @) O @) O

maintaining
relationships)

Overall how would you rate the importance, in the workplace, of nhontechnical skills
compared to technical skills?

Nontechnical skills Nontechnical skills Nontechnical skills
not as important as equally important to more important than
technical skills technical skills technical skills

Overall how would you

rate the importance, in

the workplace, of

nontechnical skills O O O
compared to technical

skills?

Page 3

Indicate the extent to which each skill area is developed in the recent university
accounting graduates your organization has hired.

Poor Fair Good Very Good Excellent

1. Financial

Accounting

(interpretation and O O O O O
application of relevant

accounting standards)




2. Bookkeeping (bank
reconciliation, journal
entry preparation,
monthly accounting)

3. Management
Accounting
(budgeting, costing,
performance
measurement)

4. Taxation (personal
and corporate tax
preparation)

5. Audit and
Assurance (financial
statement auditing and
other assurance
services)

6. Finance (financial
analysis and planning)

7. Strategy and
Governance (role of
corporate governance
within an organization,
strategy formulation)

8. Information
Technology
(proficiency in the
latest information
technology sources)

9. Analytical Skills
(articulating and
solving problems)

10. Integrative
Thinking (critical
thinking of many
factors when solving a
problem)

11. Oral
Communication
(effective listening,
understanding,
speaking)

12. Written
Communication
(writing with clarity and
precision)

13. Emotional Self-
Awareness
(recognizing one's
emotions and their
effects)

14. Accurate Self-
Assessment (knowing
one's strengths and
limits)

15. Self-Confidence
(sureness about one's
self-worth and
capabilities)

16. Empathy (sensing
others' feelings and
perspective)

17. Organizational
Awareness (the ability
to read social and




political networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs )
19. Self-Control
(keeping disruptive
emotions and impulses
under control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing situations
or overcoming
obstacles )

22. Achievement
(striving to improve or
meet a standard of
excellence)

23. Initiative
(readiness to act and
seize opportunities )

24. Optimism
(persistence in pursuing
goals despite obstacles
and set-backs)

25.

Inspiration (inspiring
and guiding people)
26. Influence (using
effective tactics of
persuasion)

27. Developing
Others (encouraging
others' abilities through
feedback and guidance)

28. Change Catalyst
(initiating or managing
change)

29. Conflict
Management
(negotiating and
resolving
disagreements)

30. Teamwork and
Collaboration
(cooperatively working
with others towards a
shared goal)

31. Building Bonds
(cultivating and
maintaining
relationships)

Page 4




4.

Indicate the extent to which you believe each skill area should be developed in

university accounting programs.

No
development

1. Financial

Accounting

(interpretation and e)
application of

relevant accounting

standards)

2. Bookkeeping

(bank reconciliation,

journal entry O
preparation, monthly
accounting)

3. Management
Accounting

(budgeting, costing, O
performance

measurement)

4. Taxation

(personal and e)

corporate tax
preparation)

5. Audit and

Assurance (financial
statement auditing O
and other assurance

services)

6. Finance (financial
analysis and O
planning)

7. Strategy and

Governance (role of

corporate governance O
within an

organization, strategy
formulation)

8. Information

Technology

(proficiency in the O
latest information

technology sources)

9. Analytical Skills
(articulating and O
solving problems)

10. Integrative

Thinking (critical

thinking of many O
factors when solving

a problem)

11. Oral

Communication

(effective listening, O
understanding,

speaking)

12. Written

Communication e)
(writing with clarity

and precision)

13. Emotional Self-
Awareness

(recognizing one's O
emotions and their

effects)

Some
development

@)

Good
development

O

Very good
development

O

Excellent
development

@)




14. Accurate Self-
Assessment
(knowing one's
strengths and limits)
15. Self-Confidence
(sureness about
one's self-worth and
capabilities)

16. Empathy
(sensing others’
feelings and
perspective)

17. Organizational
Awareness (the
ability to read social
and political
networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs
)

19. Self-Control
(keeping disruptive
emotions and
impulses under
control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing
situations or
overcoming obstacles

)

22. Achievement
(striving to improve
or meet a standard
of excellence)

23. Initiative
(readiness to act and
seize opportunities )

24. Optimism
(persistence in
pursuing goals
despite obstacles and
set-backs)

25.

Inspiration (inspiring
and guiding people)
26. Influence (using
effective tactics of
persuasion)

27. Developing
Others (encouraging
others' abilities
through feedback
and guidance)

28. Change
Catalyst (initiating
or managing change)

29. Conflict




Management

(negotiating and O O
resolving

disagreements)

30. Teamwork and

Collaboration

(cooperatively

working with others o O
towards a shared

goal)

31. Building Bonds

(cultivating and
maintaining O O
relationships)

Section B

Page 5

The following information is more personal and will allow us to compare results by
respondent profiles. Please remember that all information you provide is entirely

anonymous.
Your Position
Orartner

@) Senior Manager
@) Manager

O cForcontroller
O other

Work Location:
OBermuda

O Newfoundland & Labrador
O New Brunswick

ONova Scotia

O Prince Edward Island

Type of Approved CA Training Office you work in
Onational firm (offices across Canada)

Oregional firm (offices in some Canadian provinces)
Olocal firm (offices in just one province)

Oindustry

@) government

8. Area of work specialization

OFinancial accounting
@) Management accounting

OAudit/Assurance

O Tax




@) Insolvency
Oother

9. Approximate number of articling CA students in your office this year
Oless than 3
Oa4-7

O more than 7




B Accounting Graduate Survey
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Page 1
Accounting Graduate Survey

This questionnaire is designed to examine the perceptions of accounting graduates about various
skills in university accounting programs and the workplace.

Your participation, which is voluntary, is very important to the survey’s findings. The
questionnaire will take approximately 10-15 minutes to complete. The survey will time out after
60 minutes and responses will not be saved so please ensure you complete the survey within
this time period.

Your name will not be recorded on the questionnaire and results will only be communicated at an
aggregate level. Informed consent is deemed as given through participation in the survey.

Thank-you for your co-operation and time.

Peggy Coady, FCA
Memorial University of Newfoundland

I.E_

Page 2
Section A

In this four-part section you will be asked a number of questions about various skills.
On the basis of your experience please select the appropriate response.

Indicate how important or not you believe each skill area is in the workplace.

Very
unimportant

Very

Unimportant Neutral Important Important

1. Financial

Accounting

(interpretation and O O O O O
application of relevant

accounting standards)

2. Bookkeeping (bank

reconciliation, journal O O O O O

entry preparation,
monthly accounting)

3. Management
Accounting

(budgeting, costing, O O O O O
performance
measurement)

4. Taxation (personal

and corporate tax O O O O O
preparation)

5. Audit and

Assurance (financial

statement auditing and O O O O O

other assurance
services)

6. Finance (financial O O @) O O

analysis and planning)

7. Strategy and
Governance (role of

corporate governance O O O @) @)




within an organization,
strategy formulation)

8. Information
Technology
(proficiency in the
latest information
technology sources)

9. Analytical Skills
(articulating and
solving problems)

10. Integrative
Thinking (critical
thinking of many
factors when solving a
problem)

11. Oral
Communication
(effective listening,
understanding,
speaking)

12. Written
Communication
(writing with clarity and
precision)

13. Emotional Self-
Awareness
(recognizing one's
emotions and their
effects)

14. Accurate Self-
Assessment (knowing
one's strengths and
limits)

15. Self-Confidence
(sureness about one's
self-worth and
capabilities)

16. Empathy (sensing
others' feelings and
perspective)

17. Organizational
Awareness (the ability
to read social and
political networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs )
19. Self-Control
(keeping disruptive
emotions and impulses
under control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing situations
or overcoming
obstacles )

22. Achievement
(striving to improve or
meet a standard of




excellence)
23. Initiative

(readiness to act and O O O O O

seize opportunities )

24. Optimism
(persistence in

pursuing goals despite O O O O O
obstacles and set-

backs)

25.

Inspiration (inspiring O O O O @)

and guiding people)
26. Influence (using

effective tactics of O O O O O

persuasion)

27. Developing
Others (encouraging

others' abilities through O O @) @) @)
feedback and
guidance)

28. Change Catalyst

(initiating or managing O @) @) @ @)
change)

29. Conflict

Management

(negotiating and O @) @) @) @)
resolving

disagreements)

30. Teamwork and

Collaboration

(cooperatively working O O O O O
with others towards a

shared goal)

31. Building Bonds

(cultivating and O O O @) O

maintaining
relationships)

Overall how would you rate the importance, in the workplace, of nontechnical skills
compared to technical skills?

Nontechnical skills Nontechnical skills Nontechnical skills
not as important as equally important to more important than
technical skills technical skills technical skills

Overall how would you

rate the importance, in

the accounting

workplace, of O O O
nontechnical skills

compared to technical

skills?

Page 3

Indicate the extent to which each skill area was developed as part of your university
accounting program.

Poor Fair Good Very Good Excellent

1. Financial
Accounting




(interpretation and
application of relevant
accounting standards)

2. Bookkeeping (bank
reconciliation, journal
entry preparation,
monthly accounting)

3. Management
Accounting
(budgeting, costing,
performance
measurement)

4. Taxation (personal
and corporate tax
preparation)

5. Audit and
Assurance (financial
statement auditing and
other assurance
services)

6. Finance (financial
analysis and planning)

7. Strategy and
Governance (role of
corporate governance
within an organization,
strategy formulation)

8. Information
Technology
(proficiency in the
latest information
technology sources)

9. Analytical Skills
(articulating and
solving problems)

10. Integrative
Thinking (critical
thinking of many
factors when solving a
problem)

11. Oral
Communication
(effective listening,
understanding,
speaking)

12. Written
Communication
(writing with clarity and
precision)

13. Emotional Self-
Awareness
(recognizing one's
emotions and their
effects)

14. Accurate Self-
Assessment (knowing
one's strengths and
limits)

15. Self-Confidence
(sureness about one's
self-worth and
capabilities)

16. Empathy (sensing
others' feelings and
perspective)




17. Organizational
Awareness (the ability
to read social and
political networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs )
19. Self-Control
(keeping disruptive
emotions and impulses
under control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing situations
or overcoming
obstacles )

22. Achievement
(striving to improve or
meet a standard of
excellence)

23. Initiative
(readiness to act and
seize opportunities )

24. Optimism
(persistence in pursuing
goals despite obstacles
and set-backs)

25.

Inspiration (inspiring
and guiding people)
26. Influence (using
effective tactics of
persuasion)

27. Developing
Others (encouraging
others' abilities through
feedback and guidance)

28. Change Catalyst
(initiating or managing
change)

29. Conflict
Management
(negotiating and
resolving
disagreements)

30. Teamwork and
Collaboration
(cooperatively working
with others towards a
shared goal)

31. Building Bonds
(cultivating and
maintaining
relationships)
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4. Indicate the extent to which you believe each skill area should have been developed as
part of your university accounting program.

No Some Good Very good Excellent

Development development development development development
1. Financial
Accounting
(interpretation and
application of O O O O O
relevant accounting
standards)

2. Bookkeeping

(bank reconciliation,

journal entry O O O O O
preparation, monthly

accounting)

3. Management
Accounting

(budgeting, costing, O @) @) O O
performance

measurement)

4. Taxation

(personal and O O @) O @)

corporate tax

preparation)

5. Audit and

Assurance (financial

statement auditing O O O O O
and other assurance

services)

6. Finance (financial

analysis and @) O @) O @)

planning)

7. Strategy and

Governance (role of

corporate governance

within an o o o O O
organization, strategy

formulation)

8. Information
Technology

(proficiency in the O O O O O

latest information
technology sources)
9. Analytical Skills

(articulating and O O @) O O

solving problems)

10. Integrative

Thinking (critical

thinking of many @) @) @) O @)
factors when solving

a problem)

11. Oral

Communication

(effective listening, O O O O O
understanding,

speaking)

12. Written

Communication @) e e @) e

(writing with clarity
and precision)
13. Emotional Self-




Awareness
(recognizing one's
emotions and their
effects)

14. Accurate Self-
Assessment
(knowing one's
strengths and limits)
15. Self-Confidence
(sureness about
one's self-worth and
capabilities)

16. Empathy
(sensing others'
feelings and
perspective)

17. Organizational
Awareness (the
ability to read social
and political
networks in an
organization)

18. Service
(anticipating,
recognizing and
meeting client needs
)

19. Self-Control
(keeping disruptive
emotions and
impulses under
control )

20. Transparency
(displaying honesty,
integrity and
trustworthiness)

21. Adaptability
(flexibility in adapting
to changing
situations or
overcoming obstacles

)

22. Achievement
(striving to improve
or meet a standard
of excellence)

23. Initiative
(readiness to act and
seize opportunities )

24. Optimism
(persistence in
pursuing goals
despite obstacles and
set-backs)

25.

Inspiration (inspiring
and guiding people)
26. Influence (using
effective tactics of
persuasion)

27. Developing
Others (encouraging
others' abilities
through feedback
and guidance)




28. Change

Catalyst (initiating O
or managing change)

29. Conflict

Management

(negotiating and O
resolving

disagreements)

30. Teamwork and
Collaboration

(cooperatively @)
working with others

towards a shared

goal)

31. Building Bonds
(cultivating and O
maintaining

relationships)

I.E_

Section B

Page 5

The following information is more personal and will allow us to compare results by
respondent profiles. Please remember that all information you provide is entirely

anonymous.
1. Gender

OMaIe

O Female

ASCA program start date
O2013

02012

02011 or earlier

Years since university graduation
O1 year

@) 2 years

Os years

Omore than 3 years

University Degree
OBusiness/ Commerce

O Business/Commerce Co-op
Oarts

O science

Oother

Work Location:




OBermuda

O Newfoundland & Labrador
O New Brunswick

ONova Scotia

OrPrince Edward Island

10. Type of Approved CA Training Office you work in

Onational firm (offices across Canada)
Oregional firm (offices in some Canadian provinces)

Ollocal firm (offices in just one province)
Oindustry

@) government

11. Amount of co-op work term experience you had when you started the ASCA program.

Onone

O1 - 4 months
Os - 8 months
Q9 -12 months
Omore than 1 year

12. Amount of general work experience (excluding co-op work terms) you had when you
started the ASCA program.

[liess than 4 months
4 - 8 months

o - 12 months
O1-2 years

Llmore than 2 years




Appendix B: Correlations
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Employers — Importance and extent should be developed in university

SKill Area Correlation Significance
1. Financial 0.253 0.040**
Accounting

2.Bookkeeping 0.232 0.059
3.Management 0.433 0.000*
Accounting

4. Taxation 0.536 0.000*
5.Audit and 0.493 0.000*
Assurance

6.Finance 0.397 0.001*
7.Strategy and 0.614 0.000*
Governance

8.Information 0.561 0.000*
Technology

9.Analytical Skills 0.356 0.003*
10.Integrative 0.372 0.002*
Thinking

11.0ral 0.461 0.000*
Communication

12 Written 0.393 0.001*
Communication

13.Emotional Self- | 0.420 0.000*
Awareness

14.Accurate Self- 0.412 0.001*
Assessment

15.Self-Confidence | 0.293 0.017**
16.Empathy 0.327 0.008*
17.0rganizational 0.347 0.004*
Awareness

18.Service 0.327 0.007*
19.Self-Control 0.278 0.024*
20.Transparency 0.125 0.315
21.Adaptability 0.228 0.064
22.Achievement 0.265 0.030**
23.Initiative 0.211 0.087
24.0ptimism 0.338 0.005*
25.1nspiration 0.371 0.002*
26.Influence 0.532 0.000*
27.Developing 0.396 0.001*
Others

28.Change Catalyst | 0.512 0.000*
29.Conflict 0.451 0.000*
Management

30.Teamwork and 0.374 0.002*
Collaboration

31.Building Bonds 0.387 0.001*

*significant at 0.01 level **significant at 0.05 level
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Graduates — Importance and extent should be developed in university

Skill Area Correlation Significance
1. Financial 0.321 0.000*
Accounting

2.Bookkeeping 0.491 0.000*
3.Management 0.293 0.000*
Accounting

4. Taxation 0.297 0.000*
5.Audit and 0.182 0.010*
Assurance

6.Finance 0.267 0.000*
7.Strategy and 0.319 0.000*
Governance

8.Information 0.344 0.000*
Technology

9.Analytical Skills 0.216 0.002*
10.Integrative 0.281 0.000*
Thinking

11.Oral 0.254 0.000*
Communication

12.Written 0.243 0.001*
Communication

13.Emotional Self- 0.298 0.000*
Awareness

14.Accurate Self- 0.371 0.000*
Assessment

15.Self-Confidence | 0.469 0.000**
16.Empathy 0.389 0.000*
17.0rganizational 0.351 0.000*
Awareness

18.Service 0.142 0.045**
19.Self-Control 0.255 0.000*
20.Transparency 0.314 0.000*
21.Adaptability 0.291 0.000*
22.Achievement 0.269 0.000**
23.Initiative 0.246 0.000*
24.0ptimism 0.292 0.000*
25.Inspiration 0.372 0.000*
26.Influence 0.285 0.000*
27.Developing 0.188 0.008*
Others

28.Change Catalyst | 0.348 0.000*
29.Conflict 0.236 0.001*
Management

30.Teamwork and 0.363 0.000*
Collaboration

31.Building Bonds 0.256 0.001*

*significant at 0.01 level **significant at 0.05 level
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SECTION 3:

Conclusion and
Recommendations



Introduction

Section 3 of the Doctorate of Business Administration (DBA) thesis discusses the results from
an investigation of employer and graduate attitudes on the skill set requirements for
professional accountants and whether university accounting programs develop these skills and
in particular the emotional intelligence (EI) skills an accounting graduate needs. Section 3 will
discuss the conclusion and recommendations of the study including the implications for
accounting education. The limitations, contributions to practice and theory and suggestions
for future research will also be included in this section.

There were 31 skills investigated in the study consisting of technical and nontechnical skills
and these are listed in Table 1 below. To distinguish the skill set components, technical skills
(n=10) have normal formatting, the nontechnical skills (n=21) are shaded and the EIl skills
(n=19) are shaded and underlined. This convention will be used in all tables in Section 3.

Table 1: Skills in questionnaires

1. Financial Accounting (FA) 17. Organizational Awareness (OA)
2. Bookkeeping (B) 18. Service (S)

3. Management Accounting (MA) 19. Self-Control (SO)

4, Taxation (TX) 20. Transparency (T)

5. Audit and Assurance (AA) 21. Adaptability (AD)

6. Finance (F) 22. Achievement (AC)

7. Strategy and Governance (SG) 23. Initiative (1)

8. Information Technology (IT) 24. Optimism (OP)

9. Analytical Skills (AS) 25. Inspiration (1S)

10. Integrative Thinking (IN) 26. Influence (IF)

11. Oral Communication (OC) 217. Developing Others (DO)

12. Written Communication (WC) 28. Change Catalyst (CC)
13. Emotional Self-Awareness (ES) |29. Conflict Management (CM)
30. Teamwork and Collaboration

(Ic)
15. Self-Confidence (SC) 31. Building Bonds (BB)

16. Empathy (E)

14. Accurate Self-Assessment (AS)

The study explored three main areas: importance of skills, extent of development of skills in
graduates and expected development of skills in university accounting programs. Each of
these three areas will be discussed separately first. As a summary, Table 2 below contains the
scales and mean scores from the surveys for each area for employers and graduates to give an
overall perspective on the skills questions investigated.

Table 2: Scales and mean scores for survey areas

Employers Mean | Graduates Mean Scale
Score Score
Importance of skill 4.22 4.22 Very unimportant (1) to
very important (5)
Extent of development 2.78 2.92 Poor (1) to excellent (5)
in graduates
Expected development 3.64 3.74 No development (1) to
in university excellent development (5)

After examining each area separately, the importance of skills will be discussed in the context
of expected development in university and next in the context of extent of development in
graduates. These three areas will then be analyzed together in an integrated analysis using
priority indices. Finally, the findings for employer and graduate attributes will be reviewed.




Thus, in summary, the seven main areas addressed in Section 3 will be:

e Importance of skills

e Extent of development of skills in graduates

o Expected development of skills in university accounting programs

e Importance of skills vs. expected development of skills in university accounting
programs

e Importance of skills vs. extent of development of skills in graduates

e Integration of skills analyses

o Employer and graduate attributes

The conclusion section will have multiple sub-sections that examine the research questions
and hypotheses in the context of the results obtained. At the end of each sub-section there will
be a summary box of the key findings for that sub-section.

Importance of skills
Research questions 1 and 2 in the study were:

1. What technical and nontechnical skills are viewed as important by accounting graduates
in the accounting workplace?

2. What technical and nontechnical skills are viewed as important by accounting employers
in the accounting workplace?

Overall, both employers and graduates did consider 24 of the 31 skills to be important or very
important in the workplace. Hassall et al. (2005) had similar findings in their survey of
employers in Spain and the UK.

One of the main observations in the importance area was that employers and graduates had
very similar attitudes about what technical and nontechnical skills are important in the
accounting workplace. The mean importance score for all skills for employers and graduates
was the same (4.2) and both groups shared common perspectives on the most important and
least important individual skills. Four skills (financial accounting, analytical skills, integrative
thinking and oral communication) were ranked in the top five by both employers and
graduates. Three skills (management accounting, change catalyst and strategy and
governance) rated in the bottom five by both employers and graduates were the same.
Employers ranked technical skills significantly higher in importance than graduates.
Furthermore there was a statistically significant difference found within the employer ratings
with technical skills having a higher mean score for importance than EI skills.

Some aspects of the study's results were consistent with the findings for individual skills from
other studies in the field. Carr et al. (2006) noted that financial accounting has traditionally
been considered the most important component in the accounting curriculum. Kavanagh and
Drennan (2008) found that the skills suggested as most important by graduating students for
career success in the accounting field were: communication skills (oral and written),
teamwork, analytical and problem solving, decision making, critical thinking and leadership
and interpersonal skills. They also reported that the top three skills valued by accounting
employers were analytical skills, business awareness/real life experience and basic accounting
skills (Kavanagh and Drennan, 2008).

The finding of the study that technical skills ranked higher in importance for employers than
nontechnical skills (including EI) marks a significant departure from much of previously
published research on skill deficiencies in accounting students. Even as early as 1979 it was
acknowledged that communication skills were ranked as more important than technical skills
by accounting employers (Estes, 1979). The ability to communicate and get along with others
was seen as the most important skill of graduating students by the executives surveyed by
Aiken et al. (1994). Novin et al. (1990) found that there was a need for writing, listening and
verbal communication skills in the accounting curriculum in their study of accounting
practitioners. Similarly other researchers have noted the importance of communication skills
for accounting students (Rebele, 1985; Simons et al., 1995; Zaid and Abraham, 1994). Finally,
more recent studies have found that employers ranked nontechnical skills above technical
skills when asked to identify what skills they look for in accounting graduates (Jackling and
DeLange, 2009; Pan and Perera, 2012).
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There was also an unexpected result from the study with respect to the graduate responses
regarding the importance of skills in the workplace. While it was not a significant difference,
graduates did rate nontechnical skills slightly higher in importance than technical skills. These
findings for graduates were not consistent with research in the area as many studies have
found that accounting students rate technical skills higher in importance than nontechnical
skills (Jackling and DelLange, 2009; Stivers & Onifade, 2011; Usoff and Feldmann, 1998).
While the data do not provide answers to this unexpected result, possible interpretations of
this might be that universities have addressed the concerns raised over the years regarding
nontechnical skill development in university.

As discussed, some of the findings of the study differed from those previously reported in the
literature. It can be contended that the emphasis on nontechnical skill development in the last
10 years may have helped address the previous perceived gaps in accounting education. After
years of concern for nontechnical skills by employers, the focus may have now switched to
technical skills. This is plausible given that the work of a professional accountant has become
increasingly complex in recent years due to the adoption of international accounting
standards, increased regulations and the globalization of business. These changes might have
elevated the status of technical accounting courses in the eyes of employers and graduates.
Similarly, the argument can be made that accounting graduates have benefited from the focus
on nontechnical skills in recent years such that they now appreciate their importance in the
work place.

The first hypothesis in the study was:

H1 - There is a gap between the attitudes of accounting employers and graduates about the
importance of emotional intelligence skills required in the accounting workplace.

Hypothesis one, focusing specifically on the importance of emotional intelligence skills in the
workplace, was not supported by the data collected as significant differences in attitudes
between employers and graduates were not found. A significant difference in attitudes
between importance of emotional intelligence skills vs. technical skills in the workplace for
employers was found with technical skills receiving a higher rating.

Given the literature review, it was expected that there would be a gap between the attitudes of
accounting employers and graduates about the importance of skills, particularly the emotional
intelligence skills, required in the accounting workplace. The findings suggest that a gap about
the importance of the professional skill set requirements for professional accountants from
employer and graduate perspectives is not as big as previously published research suggests.
Also, it was expected that employers would place more value on nontechnical skills while
graduates would rank technical skills as being more important. The results of the study
contradict the literature in that employers value technical skills higher than nontechnical skills
while graduates rate nontechnical skills slightly higher than technical skills.

A summary of the key findings in this area are included below.

#1 - Employers and graduates had very similar attitudes about what technical and
nontechnical skills are important in the accounting workplace

#2 - Employers and graduates rated 24 of the 31 skill areas as being important or very
important in the workplace.

#3 - Employers rank technical skills higher than nontechnical (including EIl) for importance
in the workplace.

#4 - There is an insignificant gap between the attitudes of accounting employers and
graduates about the importance of the professional skill set, including EI skills, required in
the accounting workplace.

The importance of skills will be revisited in the context of the other main areas of the study
(extent of development in graduates and expected development in university) later in Section
3. The next section discusses the results for extent of development in graduates.
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Extent of development of skills in graduates results
Research questions 3 and 4 in the study were:

3. To what extent do accounting graduates believe that these technical and nontechnical
skills have been developed in university accounting programs?

4. To what extent do accounting employers believe that these technical and nontechnical
skills have been developed in university accounting programs?

Overall, both employers and graduates did not consider many of the 31 skills to have very good
or excellent development in graduates. Employers and graduates only ranked nine and 14
skills respectively with a mean score above 3.0 indicating that the skill had very good
development. This is concerning for university accounting educators.

Graduates had higher mean scores for each category of skills and this may in some part be
attributable to potential bias from self-reporting by graduates in rating their own
development. Technical skills such as management accounting, bookkeeping and strategy and
governance received comparatively lower rankings by employers. Also, there was a
significance differences between the attitudes of employers and graduates about the extent of
development of technical skills in graduates with employers reporting a lower aggregate mean
score.

These results were not expected given the literature suggests that there is more concern over
nontechnical skill development, and in particular El skill development, than technical skill
development in accounting graduates. Research has shown that accounting students are often
perceived as having poor written and oral communication skills as compared to other business
students (Andrews and Koester, 1979; Andrews and Sigband, 1984; Gingras, 1987; Zaid and
Abraham, 1994). More recent studies would suggest that the development of communication
skills in accounting graduates is still of concern. For example, Carr et al. (2006) found that
accounting graduates believed that there was not enough emphasis placed on communication
skills in their accounting curriculum. These results were similar to the findings of an
Australian study that found that the skills deemed most lacking in accounting graduates by
stakeholders and impeding career advancement were communications and problem solving
(Hancock et al., 2009a; 2009b; 2009c). Kavanagh and Drennan (2008) observed that while
there is some commonality between student perceptions and employer expectations regarding
skill set requirements, significant gaps still exist for oral communication, written
communication and teamwork. Likewise, Bui & Porter (2010) reported that accounting
graduates were lacking in writing skills, in applying knowledge to practical situations, and in
understanding the requirements of working as a member of a team in the accounting
profession.

Areas of common ground between employers and graduates were found for technical skills
like financial accounting (ranked second and first respectively) along with the emotional
intelligence skills of teamwork and collaboration (ranked first and second respectively) and
building bonds (ranked fourth and third respectively). Both groups view many of the other EI
skills such as service and change catalyst as being on the lower end of the development scale.

The second hypothesis in the study was:

H2 - There is a gap between the attitudes of accounting employers and graduates about the
extent of the development of the emotional intelligence skills of accounting graduates.

Hypothesis two, specifically focusing on emotional intelligence skills, was not strongly
supported by the data collected from employers and graduates. The findings suggest that there
is a bigger gap between the attitudes of accounting employers and graduates about the extent
of the development of technical skills in accounting graduates. These findings were
unexpected as technical skill development was not identified as a significant issue in other
recent key studies in the field. When considering these findings, together with the results on
the importance of skills, the study has raised some questions about technical skill
development, particularly from the perspective of employers. This area will be discussed
further in later sub-sections of Section 3.

Both employers and graduates considered the emotional intelligence skills of building bonds
and teamwork and collaboration as being relatively well-developed in graduates. This finding
is not consistent with previous El research in accounting education. Esmond-Kiger et al.
(2006) studied EIl in university business students in the United States and their results
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showed that non-accounting majors had significantly higher levels of El than accounting
majors. Kermis and Kermis (2010) concluded that certain dimensions of emotional
intelligence have been found lacking in the new hires of accounting graduates. Likewise, Cook
et al. (2011) measured the emotional intelligence of over 400 accounting and liberal arts
students in Canada, South Africa and the United States using the MSCEIT (Mayer, Salovey
and Caruso El test). They concluded that accounting students lack El skills that accounting
practitioners and other potential employers believe are important. These other studies
examined EI using different measurement tools and other conceptualizations of EI while the
current study specifically assessed attitudes about the 19 skills in Goleman's El framework.
This might account for some of the differences in findings.

A summary of the key findings in this area are included below.

#5 - Employers and graduates rated 22 of the 31 skills to have fair to good development in
graduates.

#6 - There is an insignificant gap between the attitudes of accounting employers and
graduates about the extent of development of the emotional intelligence skills of accounting
graduates.

#7 - There is a significant gap between the attitudes of accounting employers and
graduates about the extent of development of the technical skills of accounting graduates.

Expected development of skills in university results
Research questions 5 and 6 in the study were:

5. Where do accounting graduates believe that accounting graduates should develop these
technical and nontechnical skills?

6. Where do accounting employers believe that accounting graduates should develop these
technical and nontechnical skills?

Overall, both employers and graduates did not rate any of the 31 skills as having a mean score
below 3.0 indicating that there was at least good development expected in university for all
skills. The overall mean score for all skills were very similar between employers (3.64) and
graduates (3.74).

There were similarities in the top rated skills (i.e. those with a high expectation of
development in university) between employers and graduates as three skill areas (financial
accounting, oral communication and analytical skills) were in the top five for both employers
and graduates. The rankings of employers and graduates attitudes were also very similar with
respect to the least rated skills for development in university accounting programs. The same
four El skills (change catalyst, empathy, influence and inspiration) were ranked the lowest for
development in university accounting programs.

There was a significant difference in employer attitudes for the expected development of
technical skills in university compared with the expected development of nontechnical and
emotional intelligence skills. Employers ranked technical skills higher. Graduates had similar
attitudes in that the expected development in university was higher and significant for
technical skills compared with nontechnical and EI skills. Graduates also had higher
expectations for technical skill development in university than employers. This particular
finding is consistent with the conclusion reached by Nicolescu and Paun (2009) who found
that graduates expect more from their university education than employers.

Given the literature review completed, it was expected that both employers and graduates
would feel stronger about nontechnical skill development in university. Since the late 1980's
there have been many calls for university accounting education reform (AAA, 1986; Albrecht
and Sack, 2000).These comprehensive studies undertaken in the United States and more
recently in Australia emphasized the importance of nontechnical skill development in
university accounting programs (Hancock et al., 2009a; 2009b; 2009c).

In addition to comprehensive studies of accounting education, there has also been
considerable research on nontechnical skills required of accounting graduates for success as
professional accountants. In the research conducted by De Lange et al. (2006), the accounting
alumni surveyed noted that interpersonal and oral communications skills were important for
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their positions after graduation but were not emphasized as part of the accounting curriculum
in university (2006). Kavanagh and Drennan (2008) found that accounting graduates felt
that, except for basic accounting skills, not enough time was spent in university on the skills
necessary for their careers. These skills were identified as: self-motivation, oral
communication, negotiation, leadership and customer service.

With the exception of the results for oral communication, the current study did not reflect
many of the findings of these existing studies. For example, there are many studies in the
accounting education literature that had concluded there is a significant gap between what
accounting students are taught and what practicing accountants do (Bui and Porter, 2010;
Richardson, 2005; Siegel et. al., 2010). One contention for the study's results is that the "tide
is turning" with respect to university accounting education and the previous calls for reform
are seeing impact.

Based on the results in this section, there was a lack of strong support for the conclusions
reached in these previous studies. In particular, the gaps between accounting education and
employer requirements previously alleged were not supported by the study's results. In
summary, the study found that employers and graduates rated technical skills higher than
nontechnical (and specifically emotional intelligence skills) for development in university
accounting programs. Also, graduates had higher expectations than employers that technical
skills be developed in university programs.

A summary of the key findings in this area are included below.

#8 - Employers and graduates rated technical skills higher than nontechnical (and specifically
emotional intelligence skills) for development in university accounting programs.

#9 - Graduates had higher expectations than employers that technical skill areas be developed
in university programs.

Importance of skill vs. expected development of skills in university
The third hypothesis in the study was:

H3: Accounting employers and graduates expect correspondence between the emotional
intelligence skills seen as important in the accounting workplace and those covered in
university accounting programs.

The association between importance of the skill and the belief that the skill should be
developed in university accounting programs is relevant to neo-correspondence theory.
Developed by Saunders and Machell (2000) neo-correspondence theory promotes
correspondence between higher education and the workplace. The main focus of neo-
correspondence theory is how higher education institutions should react to the requirements
of employers who want graduates with a certain range of skills.

To assess the correspondence between importance of skills and their expected development in
university, an integrated analysis of the two variables in a series of strategic maps was
constructed and presented in Figures 2 to 5 in DBA Paper 4 (Montano et al., 2001). These
maps graph the mean scores collected for all skill areas. Two intersecting lines, at the overall
mean score for all skills, divides the map into 4 areas. These four areas graphically show above
average and below average areas in terms of importance and development for the 31 skill
areas.

While the strategic maps are not re-presented here, the skill areas are extracted and
comparisons are made (employers vs. graduates) for discussion purposes. An example of this
type of strategic map is represented below in Figure 1.
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Importance of skill in workplace

Areal Area 2
above average above average
importance importance
below average above average
expected expected
development development

Area 3 Area 4
below average below average
importance importance
below average above average
expected expected
development development

Expected development in university

Figure 1: Strategic map interpretive guide for importance vs. expected
development in university

The skills from the strategic maps for employers and graduates are summarized below by area
in Tables 3 -6. It is noted that the skills in each area are not presented in an order representing
ranking. These relative rankings are discussed in a later section. Skills that have similar results
for employers and graduates are presented first and these are denoted with arrows. When
commentary regarding the most or least ranked skill is made in an area, it is based on the
distance of that skill from the epicenter in the map. Finally, discussions about skills are all
relative to the average mean score and the conclusions reached about skill emphasis is made
comparatively.

Skills: above average importance, below average expected development in
university

In Table 3, below, the skills found in Area 1 are displayed for employers and graduates. Area 1
contains the skills that had above average importance and below average expected
development in university. This area contains skills that, while important, are not expected to
be developed in university.

Area 1 (employers)

Area 1 (graduates )

self-control <

» self-control

self-confidence <

P

» self-confidence

»

service <« » service
optimism < »  optimism
organizational awareness initiative

accurate self-assessment
transparency

Table 3: Above average importance, below average expected development in
university (Areal)

There were no technical skills for employers or graduates in this space. These results are not
surprising for technical skills given the prevalence of technical skill development in university
accounting programs. However, there were a number of El skills and four - self-control, self-
confidence, service and optimism- were the same for employers and graduates. Graduates
viewed the EI skills of transparency and initiative in this area. Employers, who also consider
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both of these El skills to have above average importance, differ from graduates in that they
have above average expectations for their development in university (as shown in Table 4
below).

The results in Table 3 were interesting for a number of reasons. There have been many calls in
recent years for the incorporation of El skills in university accounting programs (Cook et al.,
2011; Esmond-Kiger et al., 2006; Myers and Tucker, 2005; Visser et al., 2010; Wells et al.,
2009). Many of these studies assessed El using measurement tools different from that used in
the study. The study used Goleman's El framework and specifically the 19 EI skills contained
therein. The findings suggest that not all 19 EI skills are appropriate for inclusion into
university accounting curricula despite their importance in the workplace. This finding will be
explored further in later sub-sections.

Skills: above average importance, above average expected development in
university

Table 4, below, contains the skills in Area 2 which had above average importance and above
average expected development in university. This area might be considered an area of priority
as it does reflect skills that are seen as very important and requiring very good development in
university.

Area 2 (employers) Area 2 (graduates)

financial accounting «——
audit and assurance €—

—— financial accounting
— audit and assurance

analytical skills <
integrative thinking <€——

» analytical skills
— integrative thinking

bookkeeping <«
written communication 4
oral communication €—

» bookkeeping
— written communication
— oral communication

adaptability » adaptability

achievement « » achievement

building bonds <« » building bonds
initiative

transparency
teamwork and collaboration

Table 4: Above average importance, above average expected developmentin
university (Area 2)

There was correspondence for 50% of the technical skills (financial accounting, audit and
assurance, integrative thinking, analytical skills and bookkeeping) in terms of importance and
whether they should be developed in university accounting programs for both employers and
graduates. The skill with the greatest distance from the epicenter in the map in this area was
financial accounting. And the nontechnical skill with the greatest distance from the epicenter
in the map in this area was oral communication.

While there was less correspondence from employers for the nontechnical skills (and
specifically the EI skills) there was still correspondence for almost 38% and 32% of the
nontechnical and emotional intelligence skills respectively. Again employers and graduates
shared similar attitudes with respect to written communication, oral communication and the
El skills of adaptability, achievement and building bonds. As previously noted the findings for
written and oral communication are consistent with the many studies in the field. In addition
to adaptability and achievement, employers also believe that the EI skills of initiative,
transparency, teamwork and collaboration and building bonds are important and should be
developed in university accounting programs. As previously discussed, these findings are
consistent with the many calls for inclusion of EIl skill development in university accounting
programs (Cook et al., 2011; Esmond-Kiger et al., 2006; Myers and Tucker, 2005; Visser et
al., 2010; Wells et. al., 2009).

In evaluating hypothesis three for graduates the extent of correspondence is: 19% for
nontechnical skills and 11% for emotional intelligence skills which are much lower than the
50% correspondence for technical skills. Overall, the study's results do show support for the
neo-correspondence theory. The correspondence is stronger for employers and in particular
for technical skill development.
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Skills: below average importance, below average expected development in
university

Area 3 in Table 5 below, displays the skills that have below average importance and below
average expected development in university. This area is of significance because it contains
skills that employers and graduates don't view as important in the workplace and they don't
expect them to be developed in university.

Again there was consistency between employer and graduate rankings. While there were few
technical skills in this area, both employers and graduates did rate strategy and governance
and independently taxation and information technology. The skill with the greatest distance
from the epicenter in the map in this area was strategy and governance. The nontechnical skill
with the greatest distance from the epicenter in the map in this area was influence for
graduates and change catalyst for employers.

Area 3 (employers) Area 3 (graduates )

strategy and governance <4—1— strategy and governance
conflict management <—— ¥ conflict management

change catalyst < » _change catalyst
inspiration < » inspiration
influence < » influence
empathy < »  empathy

developing others €T developing others
emotional self-awareness «— emotional self-awareness
accurate self-assessment organizational awareness
taxation information technology

Table 5: Below average importance, below average expected development in
university (Area 3)

The nontechnical skills in Area 3 were all El skills with seven of the eight skills being identical
for employers and graduates. Again this raises the question of whether it is reasonable to
expect that all El skills are suitable for development in university. It can be argued that there
are some EI skills that may not appropriate for development in university and relatively suited
for development later in one's career. The findings show that only some of the 19 EI skills are
desirable for accounting graduates at entry level in the workplace. Thus, there might be some
El skills that universities do not need to worry about as they might be more appropriate for
development in the workplace.

What the results of Area 3 also reveal is that neo-correspondence theory can also be viewed in
the reverse - from the perspective that skills that are not seen as important in the workplace
do not have to be developed in university. This represents an extended application of neo-
correspondence theory that has not been seen in the published literature to date. The degree
of correspondence for the EI skills in this category was almost 37%.

Skills: below average importance, above average expected development in
university

Finally, Area 4 in Table 6 below shows skills which have below average importance and above
average expected development in university. This area clearly raises questions of relevance in
university accounting programs given the skills are not seen as important as others but there
is a higher expectation for development.
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Area 4 (employers) Area 4 (graduates )

management accounting €—t—» management accounting
finance < » finance
information technology taxation

Table 6: Below average importance, above average development in university
(Area 4)

There were no nontechnical skills in this area but the technical skills of finance, management
accounting and information technology were rated as having below average importance in the
workplace but above average expected development in university. The skill with the greatest
distance from the epicenter in the map in this area was finance.

The findings suggest that both employers and graduates view some technical skills,
particularly management accounting and finance, as not as important as others but they still
expect that they be developed in university. These findings would appear to contradict the
neo-correspondence theory. One explanation is that these topics are fairly standard in a
university business education, particularly in accounting and it would be unrealistic to suggest
that courses like finance and management accounting not be offered. However, given their
rating by both employers and graduates it does raise questions as to whether the material
covered in these courses is relevant to the workplace for entry level accountants.

These concerns about the relevance of the required courses in university accounting programs
have been raised before (Richardson, 2005; Siegel and Sorensen, 1994). More recently Siegel
et al. (2010) identified a "synchronization gap" as their study revealed that the required
courses found in most undergraduate accounting courses have remained unchanged for
almost 25 years. These researchers urged universities to synchronize accounting curricula with
market demands.

Summary

Overall, the views of employers and graduates were similar with respect to the importance of a
skill area and the extent to which it should be developed in university accounting programs.
Both groups did not identify any technical skills that were important and should not
developed in university. Also, employers and graduates acknowledge the importance of certain
emotional intelligence skills but do not have expectations that they be developed in university
accounting programs. There is a small gap between employers and graduate attitudes about
the expected correspondence between the importance of technical skills and their
development in university accounting programs. Like employers, graduates view nontechnical
skill development in university accounting programs as being slightly less important than
technical skills development. Graduates also expect less correspondence than employers with
respect to nontechnical and more specifically emotional intelligence skills development in
university accounting programs.

In summary, the study did find some support for neo-correspondence theory. There are skills
(e.g. financial accounting, audit and assurance, analytical skills, integrative thinking,
bookkeeping, written communication, oral communication, achievement, building bonds and
adaptability) that employers and graduates believe are important and should be developed in
university accounting programs. As well, there are other skills (e.g. strategy and governance,
conflict management change catalyst, inspiration, influence, empathy, developing others and
emotional self-awareness) that don't hold the same importance in the workplace and thus are
not expected to be developed in university. The degree of correspondence was found to be
stronger for technical skills.

A summary of the key findings in this area are included below.

#10 - Accounting employers and graduates expect correspondence between the emotional
intelligence skills seen as important (not important) in the accounting workplace and those
developed (not developed) in university accounting programs.

#11 - The study did show support for neo-correspondence theory. The correspondence is
stronger for employers and in particular for technical skill development.
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Importance of skill vs. development of skills in graduates

While there was no hypothesis that examined the relationship between the importance of a
skill vs. the extent of development of that skill in graduates, these attributes were also plotted
in a series of strategic maps in DBA Paper 4. While the strategic maps are not re-presented
here, the skill areas are extracted and comparisons are made (employers vs. graduates) for
discussion purposes. An example of this type of strategic map is represented below in Figure
2.

4 N\ )

Areal Area 2
above average above average
importance importance
below average above average
development development

- AN J
4 N\ )

Importance of skill in workplace

Area 3 Area 4
below average below average
importance importance
below average above average
development development

- AN J

Extent of development in graduates

Figure 2: Strategic map interpretive guide for importance vs. extent of
development in graduates

The results of the strategic maps for employers and graduates for importance of skills vs.
development in graduates will be discussed in this sub-section by area. The results of the
strategic maps for employers and graduates are summarized below in Tables 7-10. It is noted
that the skills in each area are not presented in an order representing ranking. Skills that have
similar results for employers and graduates are presented first and these are denoted with
arrows. When commentary regarding the most or least ranked skill is made in an area, it is
based on the distance of that skill from the epicenter in the map. Finally, discussions about
skills are all relative to the average mean score and the conclusions reached about skill
emphasis is made comparatively.

Skills: above average importance, below average extent of development in
graduates

In Table 7 below the results for Area 1 are displayed. These are the skills that were rated with
above average importance in the workplace and below average development in graduates. This
area should be of concern for university accounting educators.
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Area 1 (employers) Area 1 (graduates )

service « »  service
integrative thinking self-confidence
bookkeeping self-control
written communication accurate self-assessment
initiative

Table 7: Above average importance, below average extent of development in
graduates (Areal)

Employers found that written communication, service and initiative have above average
importance in the workplace but below average development in graduates. Employers also
reported the technical skills of integrative thinking and bookkeeping in this category with
integrative thinking receiving a slightly higher ranking. While bookkeeping skills in graduates
has not been studied extensively to date, one study, examined as part of the literature review,
reported that accounting graduates were perceived to be particularly weak in bookkeeping
expertise (Bui and Porter 2010).

Graduates reported no technical skills as being of high importance in the workplace and low
development. Like employers, however, they did rate the EI skill of service in this area.
According to Goleman's EIl framework service is anticipating, recognizing and meeting client
needs (Goleman et al., 2002). The finding for the service skill area in the study was consistent
with the results of Kavanagh and Drennan (2008) and Wells et al. (2009) who identified the
importance of responsiveness to client's needs and requirements as an important skill for
accounting graduates. The EI skill of initiative has not been referenced much in the literature
but in the study, as noted in Table 7, employers did view it as having above average
importance below average development in graduates.

The results in Table 7 have some overlaps with some of results displayed in Table 3. The areas
of importance, expected development in university and extent of development in graduates
will be integrated later in Section 3 using priority indices.

Skills: above average importance, above average extent of development in
graduates

Area 2 in Table 8 contains the skills that are of above average importance and are seen as
having above average development in graduates. This area reflects good practice for university
accounting programs. There are some similarities in Table 8 to the results reported in Table 4
and these will be explored later in Section 3.

Area 2 (employers) Area 2 (graduates )

financial accounting <+——— > financial accounting
analytical skills < » analytical skills

audit and assurance <€+——» audit and assurance

oral communication <«——— oral communication
transparency +—————» transparency
achievement < »  achievement
adaptability <¢—————» adaptability

teamwork and collaboration <«+» teamwork and collaboration

optimism < » optimism
building bonds €« building bonds
self-control influence
self confidence written communication

bookkeeping
integrative thinking

Table 8: Above average importance, above average extent of development in
graduates (Area 2)

It is encouraging to see that employers and graduates rated the technical skills of financial
accounting, analytical skills and audit and assurance in this category. The skill with the
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greatest distance from the epicenter in the map in this area was financial accounting.
Graduates reported that the skills of integrative thinking, bookkeeping and written
communications had above average development in graduates which is in contrast to
employers who noted that these skills had below average development (as noted in Table 7).

Both groups placed oral communication and six EI skills in this area. The results for El in Area
2 add further evidence to the previous discussion which suggests that some EI skills may be
more suited for development in accounting graduates at entry level. In the study both
employers and graduates thought that 32% of the 19 EI competences had relatively above
average development in graduates. This is not consistent with the findings of other studies
which suggest that EI in general is low in accounting graduates (Cook et al., 2011; Esmond-
Kiger et al., 2006; Kermis and Kermis, 2010). It is acknowledged that in the current study EI
was not measured through formal testing and employers and graduate attitudes were used as
a proxy for the assessment of EI competence. Also, as previously noted, other studies of EI in
accounting education may not have focused on the specific El skills used in the current study.
Thus, notwithstanding the difference in methodology, these factors should be considered in
assessing the study's comparability to previously published results.

Skills: below average importance, below average extent of development in
graduates

Table 9 contains Area 3 which are the skills that have below average importance and below
average development in graduates. This area should be of interest to university accounting
programs as it might contain skills included in university accounting programs that are not
viewed as important or being successfully developed in accounting students.

Area 3 (employers) Area 3 (graduates )

taxation < »  taxation

strategy and governance <«—
emotional self-awareness <«—

developing others €¢—
organizational awareness <€—

— strategy and governance
— emotional self-awareness

— developing others
— organizational awareness

empathy < » empathy

inspiration < » inspiration

influence < » influence
change catalyst < » change catalyst

conflict management €——— > conflict management
accurate self-assessment information technology
management accounting
finance

Table 9: Below average importance, below average extent of development in
graduates (Area 3)

Both employers and graduates rated taxation and strategy and governance in this area. These
results are similar to what was reported in Table 5 where taxation and strategy and
governance were also viewed as having below average importance and below average expected
development in university. The findings regarding taxation might be reflective of the
respondent profile as most participants did work in audit.

Almost 47% of the EI skills were captured in Area 3 and 42% of them were reported by both
employers and graduates. This again brings up the issue as to whether some EI skills are less
(more) important for entry-level and less (more) appropriate for development in university
accounting programs. It can be argued that some EIl skills may not be important for
accounting graduates upon entry to the profession.
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Skills: below average importance, above average development in graduates

Finally, Area 4 below in Table 10 contains the skills that were viewed as having below average
importance but above average development in accounting graduates. This area clearly raises
qguestions of focus for university accounting programs given the skills are not seen as
important as others but they have above average development in graduates.

Area 4 (employers) Area 4 (graduates)
information technology finance
management accounting

Table 10: Below average importance, above average development in graduates

Employers and graduates ranked no nontechnical skills in Area 4. However, the technical
skills of information technology, finance and management accounting were noted as being of
below average importance in the workplace but having above average development in
gradates. This is consistent with the results of Area 4 in Table 6 where those three technical
skills were reported as having below average importance in the workplace and above average
development in university. A question of focus and relevance for university accounting
programs might be raised in this area. Are university accounting programs spending time
developing skills in accounting students that are not viewed as important in the workplace?
Also, there are no skills in this area that were viewed similarly by employers and graduates.

Summary

Overall the results for El skills were interesting and similar between employers and graduates.
Employers and graduates rated 47% of the EIl skills as having below average importance and
below average development in graduates. However, a number (42%) of EIl skills were seen as
having above average importance and above average development in graduates. Thus, the
study's results for EI development in accounting graduates is more progressed than some of
the studies have suggested. While there is room for improvement almost half of the EIl skills
are seen as important and well developed. These ideas will be explored later in the section.

What was unexpected, however, is that employers identified some technical skills (e.g.
integrative thinking and bookkeeping) as being of above average importance in the workplace
but below average development in graduates. Likewise it was surprising that employers found
the information technology skill area as being of below average importance and having above
average development in graduates.

A summary of the key findings in this area are included below.

#12 - Employers and graduates consider some EI skills to be relatively important but not
well developed in accounting graduates. Other EIl skills are seen as important and well
developed in accounting graduates. (Note findings #21 and #23 will list the specific El skills
in each of these categories).

#13 - Employers identified some technical skills (e.g. integrated thinking and bookkeeping)
as being of above average importance in the workplace but having below average
development in graduates.
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Integration of skills analyses

The feedback from DBA Paper 4 indicated that a fully integrated analysis of the three variables
(importance of the skill, development of the skill in graduates and expected development of
the skill in universities) in the study could offer meaningful insights. This analysis was
undertaken by combining the analytical tools used by Hassall et al. (2005) and Montano et al.
(2001).

Priority indices were calculated in order to identify the skills that require major development.
These indices relate the individual skill mean score to the overall average mean skill score and
then weighting this by the individual skill importance mean score. This calculation has
previously been applied to accounting skill level adequacy (Hassall et al., 2005). In this study
it was utilized to expected skill development in university (Where Index) and the extent of skill
development in graduates (Extent Index)

Where Index

Priority indices were calculated for each skill for both graduates and employers in terms of
importance and expected development in university. This index is referred to as the "Where
Index". The Where Index indicates, by a higher score, those skills that are most expected to
be developed given their level of importance. The mathematical formula for this index is:

Wi
Where Index; = I; X =
w

Where Index; = the ‘where index’ of priority for skill i

i = mean importance score for skill i

Wi = mean expected development score for skill i

W= average of the mean expected development score for all skills
i = skill, from 1 to 31

An example of how the Where Indices were calculated are included below.

Financial Accounting 5.49 = 4.76!1 X 4.202

(Employers) 3;.643

Table 11 below shows the Where Index by skill area for employers and graduates and the
comparative rankings of the indices.

The technical skill of financial accounting received the highest ranking from both employers
and graduates. This means that financial accounting was considered the most important skill
for development in university accounting programs. Other skills in the top rankings for the
Where Index for both groups include oral communication, written communication, integrative
thinking and analytical skills. Interestedly both employers and graduates ranked the same two
El skills (change catalyst and influence) as having the lowest Where Indices.

It is worth noting from Table 10 that 60% of the technical skills appear in top half of the
rankings while only 37% of the EI skills are in this top portion. Thus, this adds further support
to the earlier finding of the importance of technical skill development in university.

1 from Table 8 in DBA Paper 4
2from Table 14 in DBA Paper 4
3 from Table 14 in DBA Paper 4
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Table 11: Where index scores and rankings

Skill Area Employer Index Graduate Index | Employer Rank | Graduate Rank
1.Financial Accounting 5.50 5.42 1 1
2.0ral Communication 5.46 5.05 2 5
3.Analytical Skills 5.45 5.12 3 4
4.Integrative Thinking 3.36 5.15 4 3
5. Written 5.23 4.89 5 6
Communication

6.Teamwork and 5.04 4.84 6 7
Collaboration

7.JTransparency 4.81 4.47 7 9
8. Audit and Assurance 4.77 5.23 8 2
9.Bookkeeping 4.76 4.61 9 8
10.Achievement 4.68 4.41 10 12
11.Adaptability 4.60 4.47 11 10
12.Service 4.36 4.27 12 14
13.1Initiative 4,31 4,19 13 15
14.Building Bonds 4.30 4.28 14 13
15.Finance 4.16 3.98 15 20
16.Information 4.04 3.83 16 23
Technology

17.0ptimism 4.00 4.02 17 19
18.Self-Control 3.97 4.06 18 16
19.Taxation 3.92 4.44 19 11
20.Management 3.91 4.05 20 18
Accounting

21.Developing Others 3.85 3.70 21 24
22.Self-Confidence 3.80 4.06 22 17
23.Accurate Self- 3.78 3.87 23 22
Assessment

24.0rganizational 3.65 3.69 24 25
Awareness

25.Conflict 3.62 3.94 25 21
Management

26.Emotional Self- 3.56 3.61 26 27
Awareness

27.Empathy 3.37 3.56 27 28
28.Strategy and 3.36 3.63 28 26
Governance

29.Inspiration 3.34 3.51 29 29
30.Influence 3.33 3.29 30 31
31.Change Catalyst 3.21 3.50 31 30
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Extent Index

Priority indices were also calculated for each skill for both graduates and employers in terms
of importance and extent developed in graduates. This index is referred to as the "Extent
Index". The Extent Index indicates, by a higher score, those skills that are least developed
given their level of importance. The formula is slightly different (i.e. the overall mean and
individual mean scores for development are reversed from the Where indices calculation) for
the Extent indices to highlight below average expected development. The mathematical
formula for this index is:

E
Extent Index; = I; X —
E;

Extent Index; = the ‘extent index’ of priority for skill i

i = mean importance score for skill i

Ei = mean extent developed score for skill i

E = average of the mean extent developed score for all skills
i = skill, from 1 to 31

An example of how the Extent Indices were calculated is included below.

Financial Accounting 3.96= 4.764X 2.78%
(Employers) 3.346

Table 12 below shows the Extent Index by skill area for employers and graduates and the
comparative rankings of the indices.

The emotional intelligence skill of service was the highest ranked according to both employers
and graduates. This means that the service skill needs the most development in accounting
graduates given its importance in the workplace. The highest ranking technical skill for
employers was bookkeeping. As noted earlier this skill has emerged unexpectedly from the
study as employers believe it is important in the workplace, poorly developed in accounting
graduates and requiring attention in university accounting programs.

The technical skills of financial accounting and management accounting have low Extent
Index scores from the perspectives of both employers and graduates. Likewise, both
employers and graduates had a low Extent Index for the EIl skills of teamwork and
collaboration and building bonds suggesting that they need the least development in
graduates given how well developed they are perceived to be.

4 from Table 8 in DBA Paper 4
5 from Table 11 in DBA Paper 4
6 from Table 11 in DBA Paper 4
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Table 12: Extent index scores and rankings

Skill Area Employer Index | Graduate Index | Employer Rank | Graduate Rank
1.Service .03 .31 1 1
2.Accurate 4.83 4.71 2 5
Self-Assessment

3.Bookkeeping 4.8l 4.01 23
4.0rganizational 4.77 4.31 4 15
Awareness

5.Integrative Thinking 4.75 4.38 S 12
6. Written 4.65 3.84 6 26
Communication

7.Taxation 4.51 4.49 10
8.Conflict Management 4.49 4.24 8 18
9.Strategy and 4.46 4.03 22
Governance

10.Change Catalyst 4.43 4.49 10 1
11.Influence 4.43 4.32 1 14
12.Analytical Skills 4.43 4.38 12 13
13.Initiative 4.40 4.18 13 19
14.Developing Others 4.36 4.67 14 6
15.0ral Communication 4.29 4.00 15 24
16.Empathy 4.27 4.87 16 3
17.Self-Control 4.25 4.76 17 4
18.Finance 4.25 3.61 18 28
19.Emotional Self- 4.20 4.98 19 2
Awareness

20. Audit and Assurance 4.17 4.66 20 7
21.Inspiration 4.11 4.09 21 21
22.Adaptability 4.01 414 22 20
23.Transparency 4.00 4.31 23 16
24.Financial Accounting 3.96 3.58 24 30
25.Self-Confidence 3.90 4.60 25 9
26.Management 3.85 3.24 26 31
Accounting

27.0ptimism 3.79 4.28 27 17
28.Achievement 3.73 3.87 28 25
29.Building Bonds 3.67 3.63 29 27
30.Information 3.66 4.64 30 8
Technology

31.Teamwork and 3.44 3.59 31 29

Collaboration
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The strategic maps discussed earlier, and utilized in DBA Paper 4 to present the study's
results, were used to bring together the Where and Extent Indices for employers and
graduates. The Where Index indicates what are the relatively most appropriate skills to be
developed in university given their importance while the Extent Index indicates which skills
are relatively least developed in graduates given their importance. By bringing both indices
together in a map a picture of those skills that are both appropriate to be developed in

universities and are the least developed in graduates may be highlighted.

An example of this type of strategic map is represented below in Figure 2.

Where Index (higher number means
develop in university given importance)

Figure 3: Strategic map interpretive guide for where and extent indices

Figure 4 below displays the strategic map for the Where and Extent Indices for all skill areas

for employers.
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Figure 4: Technical * and nontechnical** skills, employers

* Technical skills: Audit and Assurance (AA), Analytical Skills (AS), Bookkeeping (B), Finance (F), Financial
Accounting (FA), Information Technology (IT), Integrative Thinking (IN), Management Accounting (MA), Strategy
and Governance (SG), Taxation (TX).

** Accurate Self-Assessment (AS), Achievement (AC), Adaptability (AD), Building Bonds (BB), Change Catalyst (CC),
Conflict Management (CM), Developing Others (DO), Emotional Self-Awareness (ES), Empathy (E), Influence (IF),
Initiative (1), Inspiration (1S), Optimism (OP), Organizational Awareness (OA), Oral Communication (OC), Self-
Confidence (SC), Self-Control (SO), Service (S), Teamwork and Collaboration (TC), Transparency (T), Written

Communication (WC).

Figure 5 below displays the strategic map for the Where and Extent Indices for all skill areas

for graduates.
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Figure 5: Technical* and nontechnical** skills, graduates

* Technical skills: Audit and Assurance (AA), Analytical Skills (AS), Bookkeeping (B), Finance (F), Financial
Accounting (FA), Information Technology (IT), Integrative Thinking (IN), Management Accounting (MA), Strategy
and Governance (SG), Taxation (TX).

** Accurate Self-Assessment (AS), Achievement (AC), Adaptability (AD), Building Bonds (BB), Change Catalyst (CC),
Conflict Management (CM), Developing Others (DO), Emotional Self-Awareness (ES), Empathy (E), Influence (IF),
Initiative (1), Inspiration (IS), Optimism (OP), Organizational Awareness (OA), Oral Communication (OC), Self-
Confidence (SC), Self-Control (SO), Service (S), Teamwork and Collaboration (TC), Transparency (T), Written
Communication (WC).

The results of the strategic maps for employers and graduates are compared and summarized
below by area in Tables 13-16. It is noted that the skills in each area are not presented in an
order representing ranking. Skills that have similar results for employers and graduates are
presented first and these are denoted with arrows. Commentary regarding the most or least
ranked skill in an area is based on the distance from the epicenter in the map.

Skills that universities are developing well in graduates

In Area 1 in Table 13 are skills with above average development in graduates and above
average expected development in university. This can be viewed as an area of good practice for
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universities. Area 1 includes core technical skills like financial accounting and audit and
assurance. These two technical skills are viewed as the core services provided by professional
accountants and thus it was not unexpected to find that they be viewed as important and well
developed. These results lend support to the claim of Wells et al. (2009) who noted that
university provides a very sound foundation of technical skills in accounting students.

Both employers and graduates believe that four EIl skills (teamwork and collaboration,
building bonds, achievement and adaptability) are being developed well in university. For one
of these skills, teamwork and collaboration, this finding does not reflect the results of Wells et
al. (2009) and Bui and Porter (2010) who concluded that work still needs to be done in the
area of developing teamwork in university accounting programs.

Overall the two skills with the greatest distance from the epicenter in the map in this area were
financial accounting first by importance, followed by teamwork and collaboration.

Area 1l (employers) Area l (graduates)

financial accounting <— > financial accounting
teamwork and collaboration «<— teamwork and collaboration

building bonds < » building bonds
achievement « » achievement
adaptability » adaptability
transparency oral communication
audit and assurance written communication

Table 13: Skills that universities are developing well in graduates (Area 1)

Skills needing attention by university educators

Table 14 summarizes Area 2 where skills with below average development in graduates and
above average expected development in university are found. This may be viewed as areas of
improvement for university accounting programs as these are skills seen as needing
development because of their importance.

Area 2 (employers) Area 2 (graduates)
analytical skills « » analytical skills
integrative thinking «———— integrative thinking
Service « » service

initiative transparency
oral communication taxation
written communication audit and assurance
bookkeeping

Table 14: Skills needing attention by university educators (Area 2)

Employers and graduates felt that the technical skills of integrative thinking and analytical
skills were in this category. These results are consistent with the findings of other studies in
the field that noted the value of analytical and integrative problem solving skills (Hassall et al.,
2005; Kavanagh and Drennan, 2008). Employers also believe that bookkeeping, oral
communication and written communication need attention in university accounting
programs, as previously reported. It is interesting to note that in the current study graduates
view oral communication and written communication (as noted in Table 12) as being well
developed in graduates which is contrary to employer attitudes about these skills.
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The one EI skill that was common between employers and graduates in this area was service.
As noted earlier, the study has found that the service skill is a competency seen as important
for the accounting workplace that should be developed in accounting graduates during their
university accounting programs.

It is also worth noting from Table 13 (in the previous sub-section) that employers viewed the
El skill of transparency as being well developed in graduates. However, as indicated in Table
14, graduates view this as a skill that needs development. This is an encouraging result given
previous findings which suggested that accounting students see the value of emphasis on
ethical reasoning in the curriculum as being less important relative to other skills (Eynon and
Stevens, 1996; Jackling and Delange, 2009).

Skills that are developed and universities may not have to emphasize

Table 15 below contains Area 3 which represents skills with above average development in
graduates but below expected average development in university. These are skills that are
viewed as being developed in graduates so universities can devote less time to. Thus, there are
guestions of relevance and emphasis.

Area 3 (employers) Area 3 (graduates)
management accounting <——>» management accounting
inspiration < » inspiration

emotional self-awareness conflict management
optimism initiative
self-confidence finance
information technology strategy and governance

Table 15: Skills that are developed and universities may not have emphasize
(Area 3)

Both employers and graduates placed management accounting in this area. This finding is not
that unexpected given the research in the field about the relevance of management accounting
in today's accounting curriculum (Novin et al., 1990; Richardson, 2005; Siegel and Sorensen,
1994; Siegel et al., 2010; Tatikonda, 2010). Specifically, Montano et al. (2001) concluded that
the learning objectives of management accounting in university should allow for a broader set
of skills and topics. Hence, the question for university accounting educators is whether the
management accounting curriculum is relevant for the accounting workplace. If such
development is in the context of preparation for other professional accounting designations,
such as the Certified Management Accountant (CMA) program, it may have some justification,
but for these students on the CA program and for their employers, the management
accounting skill area is not meeting average expectations

It is also notable that employers considered the technical skill of information technology to be
developed and not requiring university attention. This result is consistent with findings of
Hassall et al. (2005) where it was found that information technology had the least perceived
need for immediate development in accounting graduates entering the workforce. The
researchers went on to question whether the large amounts of university funding directed
towards information technology advancement should be redeployed to the development of
other skill areas - specifically nontechnical skills. Similarly, Howieson (2003) concluded that,
while information technology is important in the accounting workplace, skills in analysis,
innovative problem solving, communications and client relations are more important.

Employers and graduates rated six El skills in Area 3 with one skill (inspiration) being similar
between both groups. These results along with the results of Area 1 in Table 13 add further
support to the notion that some EI skills are viewed as being developed in accounting
graduates and are relatively less of a concern for universities.
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Skills that need development but universities may not have to emphasize

Finally, Table 16 below summarizes Area 4. This area is also a question of relevance because it
contains skills with below average development in graduates and below average expected
development in university. This area contains skills that universities that do not have to focus
on and should be developed elsewhere.

Area 4 (employers) Area 4 (graduates)

accurate self-assessment «—+—» accurate self-assessment
organizational awareness «—— organizational awareness

change catalyst < > change catalyst
developing others ¢—— developing others
empathy < » empathy
influence < » influence
self-control « » self-control
conflict management optimism
finance self-confidence
taxation emotional self-awareness
strategy and governance information technology

Table 16: Skills that need development but universities may not have to
emphasize (Area 4)

Employers rated the technical skills of finance, taxation and strategy and governance in this
area while the only technical skill showing for graduates was information technology. This
raises the question of whether some technical accounting skills should be developed in the
professional accounting program instead of university. The benefits of this approach were
espoused by Jackling and DeLange et al. (2009) who thought that eliminating some courses in
the university accounting program would allow universities to reallocate resources to enhance
the development of generic skills in accounting graduates.

The results for the EI skills in this area were interesting. Almost 58% of the EI skills were
placed in Area 4 by either employers or graduates and 37% of EI skills were similar between
both groups. This issue was raised earlier in other sub-sections. It is clear that one of the key
findings from the study is that some EIl skills may not be relevant or appropriate for
development in university accounting programs relative to other skills.

Few studies have examined a comprehensive skill set requirement for entry level accountants
that uses Goleman's El framework as well as the technical skill components. However, the
research of Wells et al. (2009) does offer insights on some specific skills. These researchers
found that skills that were similar to developing others and organizational awareness skills (as
defined by Goleman's El framework) were not suitable for university development. Also, Wells
et al. (2009) note that the development of realistic learning and assessment strategies in an
area like conflict management might not be appropriate for university and better developed in
the workplace. Or perhaps graduates are too inexperienced to believe that they can bring
about change in the workplace. Similarly, Whitefield (2007) noted that some skills like
empathy and conflict resolution are not amenable to developing in a university curriculum.
This has led to the contention that university courses are intended to develop a platform of
skills that will be further developed in the workplace (Wells et al., 2009). This study builds on
these findings and provides a more detailed analysis of which EI skills in particular are
relatively more or less appropriate for development in universality.

A summary of the key findings in this area are included below.

155



#14- Employers and graduates consider the technical skills of integrative thinking and analytical skills
to be important but not well developed in accounting graduates through their university accounting
programs.

#15- Employers consider the technical skill of bookkeeping to be important but not well developed in
accounting graduates through their university accounting programs.

#16- Employers and graduates consider the emotional intelligence skill of service to be important but
not well developed in accounting graduates through their university accounting programs.

#17-Employers consider the nontechnical skills of oral communication and written communication to be
important but not well developed in accounting graduates through their university accounting
programs.

#18- Employers and graduates consider the technical skill of management accounting to be well
developed in accounting graduates and requiring less development through their university accounting
programs.

#19- Employers consider the technical skill of information technology to be well developed in
accounting graduates and requiring less development through their university accounting programs.

#20- Employers consider the technical skills of finance, taxation and strategy and governance to be
underdeveloped in accounting graduates but there are no expectations that these skills should be
developed in university accounting program

#21- Employers and graduates consider the El skills of accurate self-assessment, organizational
awareness, change catalyst, developing others, empathy, influence and self-control to be
underdeveloped in accounting graduates but there are no expectations that these skills should be
developed in university accounting programs.

#22 - Employers consider the technical skills of financial accounting and audit and assurance to be
important and well developed in accounting graduates through their university accounting programs.

#23- Employers and graduates consider the emotional intelligence skills of teamwork and
collaboration, building bonds, achievement and adaptability to be important and well developed in
accounting graduates through their university accounting programs.

#24- Employers consider the EI skill of transparency as being well developed in graduates and
developed in universities. Graduates, however, view this as an area needing attention in university
accounting programs.

#25- The study showed support for neo-correspondence theory which emphasizes the connection
between higher education and the business community.

In summary, the integrated skills analyses using strategically mapped priority indices
confirmed some of the findings that had been described earlier in this section. These tools also
refined the placement of the 31 technical and nontechnical skills in various categories of
emphasis for universities. The next sub-section will discuss the findings relating to employer
and graduate attributes.

Analysis of employer and graduate attributes

It was anticipated that the responses about the various skills in the survey areas might vary
according to the various attributes of the respondents. In particular, given the literature in the
area, it was anticipated that the graduate responses might show differences depending on
whether the accounting graduates had work experience. Cook et al. (2011) found that the EI
results of accounting graduates were higher for those that had work experience. Albrecht and
Sack (2000) recommended that work experience be included as part of the degree for an
accounting student. The year of university graduation and years in the ASCA program were
collected as part of the graduate survey with a view to controlling for the post-graduation
experience of graduates. However, these were not significant attributes across the responses
within the sample. Carr et al. (2006) also found no significant differences in responses based
on work experiences in their survey of accounting alumni. An explanation might be that
graduates in the study had some professional development skills incorporated in their
university accounting program. Or that the graduates' more recent and immediate experience
of working in the accounting workplace might have a much stronger influence than previous
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work experiences. In addition there is a possibility that workplace learning or training by
employers may have influenced the responses to the survey.

Another area where it was anticipated that there might be some significant differences was for
employer responses according to office size. Bui and Porter (2010) found the employer
responses about the skills required of accounting graduates varied significantly according to
office size (e.g. small and medium firms vs. large firms). The study did find a few statistically
significant differences to responses in the questionnaires based on office size. There were only
three skills (management accounting, building bonds and influence) that had significant
differences in importance means scores by office type. The scores for respondents from
national offices were higher than the scores of respondents from local offices for each of these
three skills. The skill areas identified by Bui and Porter (2010) as having significant
differences were bookkeeping and time management skills. This study adds to the existing
studies in noting differences in attitudes about skills by size of employer office but given the
inconclusive findings this area requires further research.

The most statistically significant differences in the employer and graduate results by attribute
in the study were found for graduate responses by gender. The responses to the question about
the importance of skills were significantly different between male and female graduates for 12
(includes six EIl skills) of the 31 skill areas. In all of the 12 skills the female graduate
respondents had higher mean scores than the male graduate respondents as to how important
the skill area was in the workplace. In the responses to the question about the extent graduates
believe each skill area should have been developed as part of their university accounting
programs, significant differences were found for half of the technical skills. In all cases the
mean score for female respondents were higher than the mean score for male respondents.

The existing studies on skills for accountants are mixed with respect to differences in
perspective by gender. Jacking and De Lange (2009) did not find significant differences by
gender on each of the skill areas in their study. Pan and Perera (2012) did not report gender
differences either. Stivers and Onifade (2011), however, found that female accounting majors
rated the nontechnical skills of communication, creativity and leadership significantly higher
than the males. This study adds to the existing studies in highlighting gender differences in
attitudes about skills but acknowledges these differences will require further research.

A summary of the key findings in this area are included below.

#26 - The study did find some significant differences in responses about skills among
graduates based on gender.

Summary

The study has created a lot of information about the skill set requirements for professional
accountants at entry-level and whether university accounting programs develop these skills
and in particular emotional intelligence. The recommendations for university accounting
programs, particularly for the development of those skills prioritized by the strategic mapping,
will be discussed in the next section. This Recommendations section will also summarize the
key findings from the study.

Recommendations

This section will summarize the key findings from the study and provide recommendations for
university accounting programs. The implications for accounting practice will also be
discussed.
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Findings
In summary, the key findings for the study were:

#1 - Employers and graduates had very similar attitudes about what technical and
nontechnical skills are important in the accounting workplace

#2 - Employers and graduates rated 24 of the 31 skill areas as being important or very
important in the workplace.

#3 - Employers rank technical skills higher than nontechnical (including EIl) for importance
in the workplace.

#4 - There is an insignificant gap between the attitudes of accounting employers and
graduates about the importance of the professional skill set, including El skills, required in
the accounting workplace.

#5 - Employers and graduates rated 22 of the 31 skills to have fair to good development in
graduates.

#6 - There is an insignificant gap between the attitudes of accounting employers and
graduates about the extent of development of the emotional intelligence skills of accounting
graduates.

#7 - There is a significant gap between the attitudes of accounting employers and graduates
about the extent of development of the technical skills of accounting graduates.

#8 - Employers and graduates rated technical skills higher than nontechnical (and
specifically emotional intelligence skills) for development in university accounting
programs.

#9 - Graduates had higher expectations than employers that technical skill areas be
developed in university programs.

#10 - Accounting employers and graduates expect correspondence between the emotional
intelligence skills seen as important (not important) in the accounting workplace and those
developed (not developed) in university accounting programs.

#11 - The study did show support for neo-correspondence theory. The correspondence is
stronger for employers and in particular for technical skill development.

#12 - Employers and graduates consider some EI skills to be relatively important but not
well developed in accounting graduates. Other EIl skills are seen as important and well
developed in accounting graduates. (Note findings #19 and #21 will list the specific El skills
in each of these categories).

#13 - Employers identified some technical skills (e.g. integrated thinking and bookkeeping)
as being of above average importance in the workplace but having below average
development in graduates.

#14- Employers and graduates consider the technical skills of integrative thinking and
analytical skills to be important but not well developed in accounting graduates through
their university accounting programs.

#15- Employers consider the technical skill of bookkeeping to be important but not well
developed in accounting graduates through their university accounting programs.

#16- Employers and graduates consider the emotional intelligence skill of service to be
important but not well developed in accounting graduates through their university
accounting programs.

#17-Employers consider the nontechnical skills of oral communication and written
communication to be important but not well developed in accounting graduates through
their university accounting programs.

#18- Employers and graduates consider the technical skill of management accounting to be
well developed in accounting graduates and requiring less development through their
university accounting programs.
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#19- Employers consider the technical skill of information technology to be well developed in
accounting graduates and requiring less development through their university accounting
programs.

#20- Employers consider the technical skills of finance, taxation and strategy and
governance to be underdeveloped in accounting graduates but there are no expectations that
these skills should be developed in university accounting program

#21- Employers and graduates consider the ElI skills of accurate self-assessment,
organizational awareness, change catalyst, developing others, empathy, influence and self-
control to be underdeveloped in accounting graduates but there are no expectations that
these skills should be developed in university accounting programes.

#22 - Employers consider the technical skills of financial accounting and audit and
assurance to be important and well developed in accounting graduates through their
university accounting programs.

#23- Employers and graduates consider the emotional intelligence skills of teamwork and
collaboration, building bonds, achievement and adaptability to be important and well
developed in accounting graduates through their university accounting programs.

#24- Employers consider the El skill of transparency as being well developed in graduates
and developed in universities. Graduates, however, view this as an area needing attention in
university accounting programs.

#25- The study showed support for neo-correspondence theory which emphasizes the
connection between higher education and the business community.

#26 - The study did find some significant differences in responses about skills among
graduates based on gender.

Recommendations

The following recommendations for university accounting programs have emerged from the
study:

Recommendation 1- Technical skills reguiring an increase in emphasis

This recommendation addresses findings #13, #14 and #15.

The current curriculum of university accounting programs should be reviewed to identify
opportunities to develop integrative thinking and analytical skills further. For example the use
of the case studies or simulations might be a way to enhance integrative thinking and
analytical skills. Or a required capstone course for accounting majors that requires integration
and problem solving of complex issues.

Financial accounting courses should be reviewed to determine whether bookkeeping skills can
be incorporated. Or a non-credit mandatory bookkeeping skills course should be developed for
accounting majors.

Recommendation 2- Nontechnical and EIl skills requiring an increase in
emphasis

This recommendation addresses findings #12, #16, #17 and #24.

University accounting programs should develop and incorporate into the accounting
curriculum a course that addresses customer relationships and customer service.

The current curriculum of university accounting programs should be reviewed to identify
opportunities to develop learning and assessment strategies which promote oral and written
communication skills.

The coverage of ethics/transparency in university accounting programs should be reviewed.
While employers see this skill as well developed, graduates believe that this is a skill needing
further development in university. This is an important aspect of professional accounting and
graduates should be cognizant of ethics development in university accounting programs.

Recommendation 3- Technical skills requiring a decrease in emphasis.

This recommendation addresses findings #18, #19 and #20.

159



The current content and role of management accounting and information technology in
university accounting programs should be reviewed. Perhaps there is an opportunity to
reassign resources from this area to another component of the curriculum requiring attention.

The current content and role of the finance, taxation and strategy courses in university
accounting programs should be reviewed. A possible realignment of these technical courses
between universities and professional accounting bodies should be considered.

Recommendation 4- Technical sKills requiring no change in emphasis

This recommendation addresses finding #22.

The current content and roles of financial accounting and audit and assurance in university
accounting programs should not be changed until such time necessitated by changes in
accounting and auditing standards.

Recommendation 5- El skills requiring no change in emphasis

This recommendation addresses findings #12, #21 and #23.

University accounting programs should continue to develop the emotional intelligence skills of
teamwork and collaboration, building bonds, achievement and adaptability in accounting
students. With the exception of the EI skills of service and transparency (as noted in
Recommendation 2) the other EI skills are not expected to be developed in university
accounting programs at this time.

Recommendation 6- Consultation with employers and graduates

This recommendation addresses findings #10, #11 and #25.

Universities should assess the opinions of employers and graduating accounting students
periodically to determine whether there is correspondence between the skills developed in
university accounting programs and the skills required in the accounting workplace. This can
be done by exit interviews, focus groups and surveys.

Recommendation 7- Research Agenda

This recommendation addresses findings #1 to #9 and #26.

The focus of the debate in the accounting education area should move from major "gaps" in
accounting education. Employers and graduates share similar attitudes about many skill
areas. There appears to be more concern over technical rather than nontechnical (including
El) skill development in accounting graduates.

Finding #26, relating to gender differences, is addressed in the further research agenda sub-
section below.

Implications for Practice

University accounting curricula should be reviewed in light of the findings and
recommendations of this study. Universities are accustomed to program reviews which
normally focus on technical skill development. It is important that such reviews also involve
mapping of nontechnical and EI skills.

University accounting programs should resist suggestions to incorporate "emotional
intelligence" on an aggregate basis into university accounting programs. The development of
El in university accounting programs should follow a deliberate and focused strategy of
incorporating the skills seen as valuable for entry into the accounting workplace by employers
and graduates. This would require specific identification and examination of the individual El
skill areas in the curriculum. This approach may also help implementing Recommendations 2
and 5 of the study. It is recommended that as part of program review the EI skills be mapped
in the university accounting curriculum. This may take the form of an "emotional intelligence
audit™.

Contribution

DBA programs are designed to develop researching professionals who make an original
contribution to knowledge in a field along with a contribution to the improvement of practice
(Bareham et al., 2000). The study's contribution to theory and practice are outlined in the
following two sub-sections.
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Contribution to theory

The study used the theoretical framework of neo-correspondence to provide the context for
the investigation of whether university accounting programs provide the emotional
intelligence skills accounting graduates need for success as professional accountants. Neo-
correspondence theory has only been applied once in an accounting education context (Pan
and Perera, 2012) and never in the area of emotional intelligence. The study demonstrated the
value for university accounting educators to consider the connection between university and
the workplace. The study found that there is support for correspondence between employer
expectations for the skill set requirements for accounting graduates and the skills developed in
university accounting programs. This means that employers expect correspondence between
the skills seen as important in the workplace and their expected development in university.
There was also support for "inverse correspondence” in that employers do not expect that
universities should develop skills that are seen as less important in the workplace. As
previously noted this aspect of neo-correspondence has not been previously documented.

The emotional intelligence field, in general, is still relatively young and thus this research
study is one of the first to seek feedback from accounting employers and accounting graduates
specifically on the 19 skills contained in Goleman's El framework. The study identified that
some of these 19 EI skills are relevant for entry level accounting graduates entering the
workforce and should be developed in university accounting programs. The study also found
that the other EI skills might be less relevant for entry-level in the accounting profession and
not expected to be relatively developed in accounting graduates leaving university. The study
examined the 19 EI skill areas in prioritized integrative strategic maps to draw attention to the
relative importance of each skill, the extent it has been developed in accounting graduates and
the expected development of the skill in university.

As part of the literature and theoretical review for the research study, an analysis of over 50
studies covering a 35 year period in the research area was conducted. This was noted in
Section 1 of the thesis and is included in the Appendix. This analysis provided insights into the
types of studies completed in the research field. According to the studies reviewed, the most
commonly studied stakeholder group in accounting education is current university students
(26%). Next are employers (18%), curriculum reviews (14%), academics (8%) and recent
accounting graduates (6%). The current study investigated the attitudes of employers and
graduates and thus produced data about these two underrepresented stakeholder groups.

Another significant observation about the accounting education research field is that 76% of
the studies reviewed did not have a theoretical foundation. These findings are consistent with
the results of reviews of higher education research where there have been criticisms of the
extent of theory use (Tight, 2004) and the type of theory use (Haggis, 2009).

Contribution to practice

In additional to theoretical contributions in the accounting education field, this study has
provided contributions to accounting practice.

The study has implications for university accounting curriculum. As noted in the previous
section the study has made a number of recommendations regarding technical and
nontechnical skill development in university accounting programs. The value of the study has
been to inform university accounting educators about the ranked importance of various
technical and nontechnical skills according to employer and graduate perspectives. Moreover
the study produced data about the perceived extent of development of these skills in
accounting graduates and their expected development in university. This might provide
further benefits to universities in terms of resource optimization. Even in the best of economic
times university resources are scarce and thus should be utilized in the most relevant and
efficient manner

The survey instruments that were developed for the study, including the skills inventory of
technical and nontechnical skills, might be useful to accounting educators that want to
investigate these issues further in professional accounting programs or in a university
accounting curricula.
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The study is also relevant to accounting students as it will be beneficial for them to understand
what accounting employers expect in terms of a desirable skill set for entry level accounting
graduates. As a result the findings in the study might help accounting graduates improve their
employability.

The study has implications for professional accounting programs given their close affiliation
with universities. University accounting programs design their curriculum in accordance with
the guidelines of the professional accounting bodies. Thus, any proposed changes to university
accounting education may impact this accreditation.

There are plans to disseminate the findings of the study. A summary of the results will be sent
to the Atlantic School of Chartered Accountancy as their Board of Directors has expressed
interest in the findings. Also, Memorial University is starting a review of their undergraduate
business curriculum and these findings will be relevant to that review. Likewise, it is intended
to submit a paper, based on the thesis, to the Atlantic Schools of Business Conference. This
conference will have delegates from every university in Atlantic Canada and will be an
excellent means to distribute the findings of this study of accounting graduates and
accounting employers in the region. Finally, it is planned that the study and its results will be
the basis of a submission to practitioner (e.g. CPA Magazine) and academic journals (e.g.
Issues in Accounting Education) in the next six months.

The next sub-section will present the limitations of the study.

Limitations

The study utilized surveys to assess the attitudes of accounting employers and graduates about
the skill set requirements for professional accountants. Thus, the study is impacted by the
survey limitations. For example, insights into the why and how underlying responses was not
obtainable. This does, however, present an opportunity for further research which is discussed
in the next sub-section.

Given that data collected was limited to Atlantic Canada only, caution must be exercised in
generalizing the results to other regions in Canada and other jurisdictions in general. The
professional accounting program and university accounting curriculum in each Canadian
region are however similar as all Chartered Accounting (CA) students write the same
nationally administered Uniform Final Evaluation (UFE). Notwithstanding this desired
consistency there might still be minor regional differences which would impact
generalizability. Likewise, the study is based on the employers of accounting graduates in
Atlantic Canada. The views expressed may not reflect the views of accounting employers in
other parts of Canada. However, given the globalization and regulation of the accounting
profession, this limitation is somewhat mitigated.

The study focused exclusively on accounting graduates articling for the CA program and
different results might have been obtained if accounting graduates pursuing other professional
accounting programs were included. Also, there might have been a potential bias from self-
reporting by graduates in rating their own development in the various skill areas. Similarly,
the employers included in the study were only the ones that were approved to train CA
students. If a wider range of accounting employers were included in the survey other findings
might have emerged.

It is also acknowledged that different results might have been obtained if a different El
framework was used. While Goleman's identified competencies has been widely cited, there
are other EI frameworks. Similarly, the study did use neo-correspondence theory and thus was
limited by this theoretical perspective. Also, the study did not capture all respondent
attributes that might have influenced attitudes towards the various skill areas. For example,
some respondents might have had prior life experiences relevant to their attributes about the
importance of various technical and nontechnical skills in the accounting workplace.

Finally, the recommendations of the study are based on the findings received. It is recognized,
however, that other factors must be considered when university accounting programs are
designed. For example, adherence with professional accounting program requirements,
available resources in university and university learning objectives.

Further Research

This study has produced several suggestions for further research.
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The study can be modified to investigate the attitudes of university accounting educators
and/or professional accounting bodies about skill development in accounting graduates.
Qualitative follow up work (e.g. interviews) might help better understand how interventions
could be designed to incorporate the specifically university-relevant skills identified in the
study. Such qualitative work could also seek insights from a broader stakeholder perspective
to explore the findings of this study from the perspective of the professional accounting
bodies, and current university accounting students. Also, longitudinal follow-up with the two
groups surveyed would be interesting.

Given the results of the study around technical skills, particularly from the employer
perspective, an extension of this research should examine the concerns over technical skill
development further. Also, the study did reveal some intriguing findings about specific El
skills and their suitability for development in university accounting programs. Further work
could be done on these individual EI skill areas to determine appropriate opportunities and
platforms for development.

Further research after this study could involve a content analysis of the university accounting
curriculum or an “emotional intelligence audit” to determine where some EI skills are
currently being developed and where others could be developed. In general, the research
agenda in this area could move away from a focus on gaps in accounting education to further
investigation on correspondence between the workplace and the university accounting
curriculum.

The study has focused on skill development and expectations in university accounting
programs. It would be meaningful to survey accounting graduates and employers about the
skill set development and expectations in professional accounting programs. The existing
study can also be adapted and replicated in other regions of Canada and possibly Ireland and
the United Kingdom given the similar accounting frameworks. Thus, comparative studies
would be a logical extension to the research. Likewise, on a broader level, this research might
be relevant to education in other professions such as law and medicine.

The study did show that there were some differences in responses on the skill set
requirements for professional accountants from the perspective of accounting graduates based
on gender. Further research into gender differences could attempt to resolve these anomalies.

Finally, there are other dimensions to the subject area that would be worth exploring further
such as the relationship between culture and EIl, student motivation, tensions between
universities and employers and the role of technology in the classroom. The last area is very
topical and is noted in recent publications as an avenue for future scholarship in the
accounting education field (Apostolou et al., 2013).

Concluding Remarks

The work of professional accountants have broadened to include a wider range of skills
normally associated with managers and competencies such as those encompassed by
emotional intelligence (Jones and Abraham, 2008; Kermis and Kermis, 2010; Siegel et al.,
2010). This is concerning given that universities are being criticized for producing accounting
graduates who are deficient in emotional intelligence and who fail to meet the demands of the
marketplace (Cook et al., 2011; Esmond-Kiger et al., 2006; Myers and Tucker, 2005; Visser et
al., 2010; Wells et al., 2009).

The study provided an investigation of employer and graduate attitudes on the skill set
requirements for professional accountants and whether university accounting programs
develop these skills. Specifically the study asked whether universities are developing the EI
skills an accounting graduate needs. The answer to that question that has emerged from the
study is relatively positive. The findings of the study suggest that a gap in university
accounting education may not be as big as contended. The results show that employers
actually consider some EI skills (e.g. teamwork and collaboration, building bonds,
achievement and adaptability) as being important and well developed in accounting
graduates. While employers and graduates acknowledge the deficiency of some El skills (e.g.
accurate self-assessment, organizational awareness, change catalyst, developing others,
empathy, influence and self-control) in graduates, they do not have expectations that these
skills be developed in university. One EI skill (service), however, was considered by employers
and graduates to be important but not well developed in accounting graduates through their
university accounting programs.
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Somewhat surprisingly, however, were the findings around technical skills. While some
technical skills (e.g. financial accounting and audit and assurance) are considered well
developed in graduates others such as bookkeeping, integrative thinking and analytical skills
are viewed as important but not well developed. Similarly, after almost 40 years of debate
about the importance of communication skills for accounting graduates, the study did find
that employers still view oral and written communication to be important but not well
developed in accounting graduates through their university accounting programs.

The study has provided recommendations that offer guidance to university accounting
educators in planning and implementing accounting curricula that incorporates market
expectations about the professional skill requirements for accountants. It is intended that
these recommendations along with further research in the field will improve the degree of
correspondence between the skills seen as important in the accounting workplace and those
covered in university accounting programs.
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SECTION 4:

Reflective Log -
Extracts



Introduction

Section 4 of the Doctorate of Business Administration (DBA) thesis contains extracts from the
researcher's reflective log which chronicles the DBA research journey at the Waterford
Institute of Technology (WIT).

One of the aims of a DBA program is to develop the capabilities of a reflective practitioner
(Banerjee and Morley, 2013; Bareham et al., 2000). Johns and Graham(2000) view reflection
as a “window through which the practitioner can view and focus self within the context of
her/his own experience in ways that enable her/him to confront, understand and work
towards, resolving the contradictions within practice, what is desirable and the actual
practice” (p.34).

After the introduction, Section 4 will present reflective log extracts from the various stages
during the DBA program. These will include:

DBA Stage 1:  DBA Induction, August 2010
DBA Workshop 1 (Professional Skill Development), October 2010
DBA Workshop 2 (Advanced Management Studies), February 2011
DBA Workshop 3 (Research Design), October 2011
DBA Workshop 4 (Data Analysis), February 2012
DBA Workshop 5 (Research Paper - Preparation & Delivery), October 2012

DBA Stage 2:  Doctoral Colloquium (Conceptual Paper), December 2012
Working Paper Series 1 (Philosophy & Research Methodology), May 2013
Working Paper Series 2 (Preliminary Findings), October 2013
Working Paper Series 3 (Results), March 2014

DBA Stage 3:  Thesis Preparation, May 2014

DBA Stage 1

DBA Induction, August 2010

I had a lot of time to reflect on the DBA Induction Workshop as | travelled for almost 15 hours
after I left WIT. | was honestly expecting to leave the DBA Induction overwhelmed —
convinced that | would not be able to complete this program due to the demands of the
program combined with the demands of my own life. | learned that yes it will be challenging
but ... I feel that | can handle it. | was energized by the faculty presentations and inspired by
my classmates. | learned that | still have a capacity and desire to learn.

My other reflection on the DBA Induction Workshop was especially insightful. It occurred to
me that | have spent almost 15 years focusing on the success of others — in particular the
students I have taught or mentored. It really hit me when I left WIT that I enjoyed focusing on
my own success again. | was afraid that | had lost the drive to excel academically. It really felt
incredible to be in a classroom again — on the student side — and to have homework to do!

I did find this reflection piece very challenging to write. | have never done reflection pieces
before. Given that my training is in accounting which is very much a “hard” subject it is a real
challenge to write my thoughts on paper. It was challenging — but good. Definitely the theme
for my experience with the DBA so far.

Some of the key insights from this time period are included below.

# 1 - The DBA program will be challenging but manageable with hard work and
discipline.

#2 - Reflection will be an area to work on throughout the DBA program.
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DBA Workshop 1 (Professional Skill Development), October 2010

One of the objectives of the Professional Development Workshop was to start identifying the
research topic. This really was an intimidating thought on the start of day one of the workshop
when | read it on the slides that were distributed to the class. | remember my classmates
Monica and Aileen telling me that when they completed their masters program they often
encountered items that they found “scary” and their approach was to trust the process. So in
the first hour of day one of the workshop | thought of this and relaxed. | am going to trust the
process.

Day 2 of the workshop brought us back to the notion that we need to become “reflective
practitioners”. | was skeptical about reflection prior to starting the DBA but | am starting to see
the value and purpose. | found it a little easier writing in the reflective log. Deep breath. I will
continue to trust the process.....for now.

Some of the key insights from this time period are included below.

# 3 - Identifying the research topic for the DBA thesis is a critical decision and should be
done as soon as possible.

#4 - Reflection will be a valuable and critical part of the DBA program.

DBA Workshop 2 (Advanced Management Studies), February 2011

When | left the DBA Induction in August | was sure that | wanted to research something in
accounting because of my background and connections in the area. While I did not know the
specific area | was very certain that | did not want to research a technical accounting topic. |
knew it would be boring and I would not be engaged.

A few years ago | had read something about emotional intelligence and | have to say it
intrigued me. | can remember consciously thinking — I wish some accountants had more
emotional intelligence! So at that point | began to wonder if this could develop into a research
area. | started my computer and began “googling”. | was shocked as there actually were some
good references. Then | came across a reference to an article entitled “Emotional Intelligence in
Undergraduate Accounting Students: Preliminary Assessment”. One of the co-authors of this
paper teaches at a Canadian university and | noted her name (Dr. Darlene Bay). | emailed Dr.
Bay the next day and within two days had heard back from her. She was very helpful and
interested in what | was doing. She emailed me several papers she has published and some she
was working on. | went on to email a few more researchers in the accounting education field
and they all were very helpful. As was noted in the Workshop this was a great feeling to
actually communicate with a successful researcher in your potential research area! | think |
have found my topic.

Some of the key insights from this time period are included below.

# 5 - The topic for a thesis or research project has to be something that has personal
interest for the researcher.

#6 - The accounting education research field appears to be very supportive.

DBA Workshop 3 (Research Design), October 2011

For the last few months | have obtained many articles on emotional intelligence in general and
some very specific to accounting students/professionals. While there is definitely some
research in this area there is certainly room for more. The broader research area appears to be
not so much about emotional intelligence in accounting students but nontechnical vs. technical
skills. After reading so many articles | really became focused and motivated. | would like to
focus on what accounting students view as the necessary “professional skills” they will need to
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succeed as accountants versus what the expectation their employers have of them with regard
to professional skill development.

As an accounting educator this is very interesting. Are we letting our students down? | hope
not. Should we change things in our curriculum? Probably. So many questions | have. All very
relevant for me as a CA working in a university.

One of the key insights from this time period is included below.

# 7 - The contribution to practice will be an important part of the DBA thesis.

DBA Workshop 4 (Data Analysis), February 2012

Preparing for this Workshop was challenging. There was so much work to do for the
guantitative and qualitative assignments. And my father was recently diagnosed with cancer.
He had surgery and thankfully will be completely fine (no treatment, surgery was 100%
successful) but still this was a really horrible time period for me.

I was very apprehensive about using NVivo for this project. I will admit that | felt the same
about SPSS for the multiple regression assignment. | was amazed by how much | remembered
from the Workshop. The reference notes provided by Dr. Sean Byrne were excellent. | was very
happy with the NVivo experience. | think | was scared because | see myself as a quantitative
person and | was afraid of qualitative data analysis (QDA). | was amazed by how user friendly
the software was and | was very impressed with how organized the data becomes in the NVivo
project.

Given the work | have done on this assignment | now realize that my DBA thesis could be done
qualitatively. And my work with QDA these past two months has made me realize that
gualitative data analysis does have features that quantitative research has. It does feel very
scientific. I have to admit that | am having some second thoughts about the research design
choice for my proposed research project. In-depth interviews and focus groups could work
well. So | definitely will reflect further on these items when | start working on my DBA project
next week.

It occurs to me that | have learned a lot about conducting research in the last 18 months. |

began with limited knowledge and feel like | have come a long way in a short period of time.
However, there is still lots to learn.

One of the key insights from this time period is included below.

# 8 - Being open to other options in conducting research and conducting analysis in
general is important.

DBA Workshop 5 (Research Paper - Preparation & Delivery), October
2012

Over the last six months | have really reflected on my topic and the research methodology. |
have really accumulated a lot of journal articles now. Also, after considering the qualatative
route | will stay with my original plan of undertaking quantitative data analysis. The research
guestions and hypotheses can be better assessed quantitatively and this was the key reason for
staying with this plan. It seems like that there might only be one of my classmates who will
also have a quantitative based study and that is Tom O'Dwyer. We decide to keep in contact
between workshops with telephone calls. This has been really helpful as we can bounce ideas
off one another.

Dr. Aidan Duane led one of the sessions for this workshop about academic writing. He gave us
a template to use and he reviewed our papers. This was a huge turning point for me in the
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DBA process. Dr. Duane provided over 100 comments on my paper. Initially this was a little
overwhelming and it was daunting at first to receive so much criticism. All of his comments
were extremely helpful and provided tips | can use in future papers. I learned so much from
this session. This will help me tremendously with the upcoming doctoral colloquium.

Some of the key insights from this time period are included below.

# 9 - Constructive criticism is important and an invaluable part of the research process.

# 10 - The faculty members at WIT are very supportive and committed to the DBA
program.

DBA Stage 2

Doctoral Colloquium (Conceptual Paper), December 2012

In terms of the subject area | am feeling confident now. I have access to accounting students
and accounting employers. | have read over 50 articles on the subject and | am deeply
interested in the outcomes of this research. The conceptual framework, however, was a
difficult task and I really struggled producing a model for my study. The example provided by
Professor Bill O'Gorman in the last workshop was very helpful. I really worked hard on this
and am happy that | was able to come up with a model to reflect my study. This exercise has
helped me address some things in my current administrative position at Memorial University
(my employer) as well. Critical thinking is a key part of my current role and | can see how the
DBA is helping with this.

The completion of this research paper has been time consuming and challenging. However,
every step was worthwhile. | feel more connected to the DBA now and more invested in my
potential research area. | am so glad | trusted the process.

At the end of the doctoral colloquium the DBA class received notification as to who our
supervisors (tutors) were. | feel so fortunate to have been assigned Dr. Sean Byrne and John
Casey. Really looking forward to working with them.

One of the key insights from this time period is included below.

# 11 - The art of reflection and critical thinking is a key part of the DBA program and
important for professional practice.

Working Paper Series 1 (Philosophy & Research Methodology), May
2013

Since December there has been a lot of DBA work to do. The questionnaires for my study were
developed. Ethics clearance at WIT was obtained. My two supervisors have been extremely
supportive and very helpful with all steps in the DBA process.

The presentation of the research methodology paper in May went well and | am glad to be
taking a two week holiday before returning home. My big concern now is the launch of the
surveys. This is exciting and worrisome at the same time. Thanks to the Atlantic School of
Chartered Accountancy (ASCA) the surveys will reach all accounting graduates in Atlantic
Canada pursuing the Chartered Accounting (CA) program and the employers they work for.
This is a very efficient means to reach the population for my surveys. However, I do find it
hard to let ASCA have control over the distribution as | would prefer to be hands on at all
times with the study.

The surveys were launched and while there was a couple of small glitches it went fine. After a
couple of hours I checked the survey site and there a few responses. This was very exciting!
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Some many people have been supportive of this DBA journey. In addition to my supervisors
(and other faculty at WIT) and the ASCA staff, the faculty and staff of Memorial University
have been extremely helpful. Mike in our computer lab was very helpful with the survey
program.

One of the key insights from this time period are included below.

# 12 - There have been many individuals and entities that have been very supportive and
committed to the success of my DBA program.

Working Paper Series 2 (Preliminary Findings), October 2013

The overall survey response rates were very good. What a relief. This is probably the most
enjoyable part of the DBA process to date — analyzing the data that was collected. For the next
presentation in March the complete data set will be analyzed. | am looking forward to what
story the data will tell.

The feedback from the examiners was really positive. They also suggested some things that |
will definitely incorporate into the next paper. It was really great watching everyone's
presentations. All of the topics have progressed so far.

| have started analyzing the data. Thankfully I remember how to use SPSS from the workshop
with Dr. Mary Holden. Her notes are fantastic! | emailed her a couple of time and she was very
supportive. One of my colleagues at Memorial, Dr. Lorne Sulsky, is an expert with SPSS and
he has been very helpful as well.

Again | feel like | have learned so much about the research process. Just three years ago |
would not have imagined that | would be as comfortable as | am with this.

One of the key insights from this time period are included below.

#13 - The DBA program at WIT has provided the skills and foundation for the research
journey.

Working Paper Series 3 (Results), March 2014

The data is analyzed and there were some surprises in the results but that is fine. It was
amazing how similar the employer and graduate responses were. There is a story emerging
and it is interesting to be at this stage in the process.

It has occurred to me how different the DBA has been from my MBA education. As a course -
based program there was no thesis and little opportunities to conduct research in the MBA.
Likewise, there was no reflective practice in the curriculum. As the director of the MBA
program at Memorial University, | will be evaluating the role of reflective practice in our
graduate programs in the future. In general | really feel that I have learned so much in the
DBA about research - in particular research appropriate and relevant to management practice.

One of the key insights from this time period is included below.

# 14 - The DBA program has contributed immensely to my personal and professional
development.

DBA Stage 3

Thesis Preparation, May 2014

Since leaving the last working paper series in March, | feel motivated to get my thesis
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completed. The feedback from the examiners was really encouraging. The hardest part is
Section 3 which is the Conclusion and Recommendations. There is so much data. Thankfully
my supervisors are excellent and very engaged with my thesis. The examiners provided some
good feedback as well.

I have created five versions of Section 3 and with each new draft it appears to be coming
together. This reflective log has helped with the recommendations and contribution piece as
well. These are such important parts of Section 3.

I have a knowledge base of the subject area, have learned to critically evaluate it and produce
something that adds to it. The scholarly intent of the DBA has provided the foundation for this
work and | feel better equipped for professional practice. | would start this program all over
again knowing what I know now.

Some of the key insights from this time period are included below.

# 15 - In my opinion the goal set out for the DBA program at WIT - the application of
theoretical knowledge and the advancement of management and business practice - has
been met.

# 16 - Likewise, the DBA is about personal accomplishment and expanding horizons and
that has been my experience.

Concluding Remarks

The role of a reflective practitioner has been found to be a crucial factor influencing how an
organization and individual learns. Banerjee and Morley (2013) acknowledge that reflection is
not easy given the daily pressures of managerial work. The researcher would concur with these
comments. The DBA reflective log started off as being one of the more challenging tasks for
me thoroughout this DBA journay. However, over time | have seen the benefits of critical
reflection and have now incorporated it into my professional practice.

References

Banerjee, S. and Morley, C. (2013) 'Professional doctorates in management: toward a practice-
based approach to doctoral education' Academy of Management Learning and Education,
Vol. 12, No. 2, pp.173-193.

Bareham, J., Bourner, T. and Stevens, G.R. (2000) 'The DBA: what is it for?’ Career
Development International, Vol. 5, No.7, pp.394 - 403.

Johns, C. and Graham J., (1996), 'Using a reflective model of nursing and guided reflection'
Nursing Standard, Vol. 11, No. 2, pp. 34-38.

173



Appendix:

Research Studies
on SKkills In
Accounting
Education



uolissajoid Bununodoe

pue ‘Jua1u0)

"SWIa1SAs ay1 ui sabueyo ‘uoleonpa ‘21nonas
uolrew.ojul Bunnunoooe paledionue 01 anp fununoooe AJUO Mmainal sasaylodAy ainin4 ayl uo
jJo Buipueisiapun ue pue |  000g JeaA ayl aiojeq JO 3181S JUaINI aanjeuaall| /suollsanb 991WwIw0) ay |
‘S111Ms Jeuosiadaaqul ‘Bunjuiyl pabueyd aq pjnoys 3yl pue uoissajoid - Auoayl oN yoJdeasal ON
[2217149 ‘S|IIXs Buluaes| | sualladxe WooUISSe|d Afununoooe (9861)
Buojayl] pesu syurIUNOIIE Bununoaoe ayy Buipuedxs ayy Jo uoI1ReI0SSY
[euoissajoad aininy 121 13} 99111WIWI0D sainjes) ayl paipnis Bununodoy
1eY) passaJls 1odad ay pJojpag ayl 99111WIWIOD 8y | winnaINg [eanoeid uedLIBWY ‘g
“Jejiuwis
AKJ3A 81aM So1WIBPRIR
pue siauoioead
Jo suondaouad
‘(uoIredIUNWWOD | 8y 'SuUoIIRIIUNWWOI ‘sayenpe.b mau 10y
Ul $3S1N0J OM] WNwiuiw “6°9) [euosiadialul pue jueniodwi 3sow aJe
Sjuapnils BunuNodJe 10y SIS | [eJ0 ‘USIIIM 01 308dsal | S||IXS UOIFeIIUNWWOD AJuo mainau sasaylodAy
uoI1edIUNWWO 0} PaYedo||e yum syuswiadinbal yorym aanjeuall| /suonsanb
3Q pPINOYS awi1} [euoIldonisul gol ajpuey 1Noge solwapede - A1oayl oN yoJeasal ON VSN
210\ ‘Aja1enbape 01 pa|IMs pue siauonnoe.ad

sjuspnis Bununooge

Apuaiolyns ou aJe

Jo suondsauad

sJauonnoeid g¢

(¥867) pueqgbis

Buiaedaid 10u aJe sanIsIaAIUN s1uapn1s Bununoosdy ay1 Jo Aenuns ¥ solwapede 06 ® SMaIpUY ‘¢
aAlreuENQ
sasaylodAy
‘KlaAnoadsal AJuo mainau /suollsanb
jueliodwil "‘aouenoduwil aanjeuaall| yoJaeasal ON VSN
1SOW puU023s pue 1s.1} a4ninj pue jualINd - A1oayl oN

'sayenpe.b Bununoooe
M3U 10J Sa19ua1adwo9 [ed11110

Se suoIedIuUNWWOI
[e40 pue usNLIM

01 se seaJe abpajmou|
PUE S||1fS /G YUl

sJauonnoead

aJe S||IXS uoieIIuNWWOo) payued sdnoab ||y | 01 payse sem ajdwes solwapeoe annenuend (6267) S91s3 'T
sasoylodAH
Aioayy /suonsand
suoIsSNjou0)d yoJeasay A1luno)
/suonepuswwoday | sbulpuiq yoaeasay | 84npadodd/adods a|dwes | /POYISIN YoJeasay | /1esA/sioyliny

Uoeonpg bUunuUNoodJY Ul S[[IS UO Salpnis yoieasay

175



uolleanp3 BunuNoIy

ay1 W.oj 01 Stejjop uoljjiw
AAl} PAINQIIIU0D A|9AI199]]02
Asy1 ey} suonepuswWWOlaI
s,odaJ ayy 1noqe

AjBuoais os )9} a1aded s1ymn
3y paanpoid oym swiiiy

"Juswidojanap
Juapn3s 104 Jueriodwi
se ‘s||s Jeuosadiaiul

VSN

(686T) swl
Bununodoy
Wbz big

ay1 Aq paJosuods

Bununoooe 1ybig Big syl pue uonesIuNWWod AJUuo mainau sasaylodAy ‘(4aded a1ym
se yons ‘2a10e.4d aianjeuall| /suonsanb | ayl) uoisssjoid
uoneanps bununolde SIS [ealuydaluou | aijgnd ul syueluNodR - Auoayl oN yoJdeasal oN Bununodoy
ul papaau sabueyd ayy uonae |  payybiybiy 1 110day Ag paiinbau 3Y1 Ul $$829NS
01 4ay31a601 »40M 01 uoIeINpPa 39111WIWIO) pJojpag abpajmou| pue 10} sanijigede)
Bununoode ul siapjoysyels | ayl yum paaibe aaded | S|IIXS 8yl UO pasnaoy :uoleanp3 uo
[1e paban aaded a1y 8yl aMYM 3UL SIIUM Jaded a1y ayL winnaINg [eanoeld SaA1108ds8d °G
"uoleAlIOW pue
[eqan ‘Buillum spnjoul
"SWIEXd [ed0 | Sassaudeam Jolew sy "SJUBIUNOJoE AJuo mainau sasoylodAy
pue ‘Buiyseay Jaad ‘Buifed | Bunim pue Buluaisi) a11gnd [aA9) aianjeuall| /suonsanb VSN
9]0 JO 3sn ay1 asealoul ‘Buinjos wisjqouad -A1us Jo palinbau - Auoayl oN yoJdeasal ON
pue s||1s ‘Bujuiyl :a1em So11s1u910R Ry (6861)
[eanpasoad uo Juads awil sy} palyluapl saanqlIe pue sisuoinnoeld uos.Jead
asealdap PINOYS SallISIaAIUN annisod urew ayl | S|IIS 8yl Jo Aeauns 991 annenuend ® UIAON ‘¥
‘SIS [ed1uyasy
1snl ueyy Jspeouq sem
$$899ns Buyunodde
|euoissajoud 10y vSN
salisinbaiaid ay1 1eyy
Bapl ayl uoidwreyd (eamwiwio)
01 1511} 33 JO BUO SeMm pJojpag
1oday s91wwo) ayl) suoneonp3
pJojpag ayl Bununodoy

*AINJU82 1STZ 8y Ul

Jo adoas

176



‘papasu
SI WwNNoLLIND Bulunoooe
Juswabeurw ayl Jo W0eY

"S|11XS Juawabeuew
|[eJBA0 puR |[BgJaA
‘Burualsi| ‘Buniim :se
yons paljnnuapl a1am
wiNjna141n2 a8yl ul
S||IYS SUOIIRIIUNWWIOI
J0 sadA1 10j paau ayL

‘winNa11INg
fununoooe
1uswabeurw ayl
Buinoaduwil uo mala

Jo juiod s,dsuonnoeid
ay1 Bunebnsanu|

AJUuo mainal
aJnjyeJaall|
- Auoayl oN

siauonnoeld €2

éljoad-ao0p-10u
pue ‘|euolleulalul
‘swiolsAs

‘xe] ‘leliabeuewl
‘leroueuly
‘Bunipne se yons
seaJe Hullunoooe
J0 s1o0adse
[eanpaosouad pue
[en1dasuod ayl uo
paoe|d aq pjnoys
siseydwa 1eypn "€

¢91erdoadde

S1 $8S4N0J 43Y10
pue ‘ssaulsnq
‘Bununodooe

4O X1w Yeym\ ¢

¢9ziseydwa

01 1jueniodwi aue
‘S1Is Bunnunoooe
[eaiuyosal

Oj uonippe

ul ‘sonsiialoeaeyO
|euos.uad pue
SIS [euoissajoud
TeyMnm 't

:suonsanb
yoJeasay

aAlreIuENQ

vsn

(066T1)
‘e 18 UINON "9

"S91e]1S pallun ay} ul
(923v) uoissiwwo) abuey)

177



'sadinbal 19x4ew ayl 1eym Jo
2J0W 193]J84 01 paunioniisal

uo ybnous

j0U pue Bunnunodoe
a1ignd uo siseydwa
yonw 003 aoe|d
swrelhoud Hununoaoe
AlIs1aniun -abpajmou|
pue s||IMs ,S1UapN1S
Bununodoe pue spasu
21e10d102 usamiaq
..deb uonesedaid,,

‘S|euolssajold
fununoooe
Buliaius Ag papaau
S|I1XS 8y} aulwI9lap
01 suolyelod.iod

AJuo mainal
aanjeuaall|
- A1oayl oN

(smainiaqul
auoydajal)
s1ahojdwa 19

sasaylodAy
/suonsanb
yoJaeasal oN

annenend

vsn

9Q pINoYs wNNaLIINg © palnuapl ueslIswWy pakanins (Aanuns) (¥66T) uasualos
Bununoaode Alisianiun SlayoJeasal ay sJayoaeasal ay L si1afojdws 008 annenuend P RELET SN
JSTTVICETE
pue AlljIgepuadap
‘diysiapes) se yons
sanlenb jeuos.iad
uey) Ssa| panjen
aJe S||IXS yrew pue
J191ndwio) -sbpsjmou
|e2112108Y] uryl aaowl sasaylodAy
panjeA si abpajmou| /suonsanb
ssaulsng |esnoe.dd ‘paipms yoJeasau ON
"SJUBPNIS SsSaulIsNg aJam sayenpe.b
‘abpajmou| ssaulsnq Bunenpeub Jo [|s |o0Y9s ssauisng *AJUo s1Nsay
[eonoead pue Juswdolanap juelioduwi 3sow sy} JO S|Is ausinbal anneyend VSN
SIS [reuostadaaiul SI S19U30 yum Buofe | 8yl Inoge SaAIINIBXe
ajesodiooul pabueyd pjnoys | 186 pue a1eIIUNWIWOI a1e10d.09 Joluss (dnoub snooy) (¥661)
wiN|NJ1LINJ |00YJs ssauisng 01 Aujige ay L Jo suondsoaad syl SOAIINJAXd 9F annenuend ‘e 18 uaIy '8
‘uonedIUNWWOo | "JurluNolJe Jlgnd e sasaylodAy
|eQJ4aA pue | JO YJ0Mm 3yl 01 ulepad AJUuo mainau /suonsanb
US111IM Ul UoI1IeINPd Aaya se s108lgns ainjeuall| yoJeasal ON
[euollppe |enueIsgns J1LUBPRI. SNOLIBA - A1oayl oN VSN
ureh o1 sjueUNOIIR J0 douepodwi
‘papaau aJte sabueyo a1ignd [ans] Anus 10y aANe|a1 3yl (£66T) 49x9NnL
wiNNa1LIN9 BUUNO22Y | pasu Buoals e st aisy L salyipusp1 Apms ay L siafojdws 972 annenuend 7 UINON “/

178



‘pa1IsInel 8( 0}
Spaau wnnaLINg fununodode
33 Ul S[|IXS uoIediunwiwod
uo siseydws ay|

"JuswAojdwa Ajues

u1 swajgoad parejal
-uoIledIUNWWO0I
dousliadxa serenpe.b
Bununoosoe maN

"uo1eINPs
funnunodoe ul

S|I1XS UoIEIIUNWWOD
J0 8]0J 8Y1 1N0OQe
sayenpelb Bununodde
pue siaAojdws
‘solwapeoe

Jo suondsaiad

ay1 Jo AaAuns

AJUO Mmainau
aldnjeuall|

- A1oayl oN
solwapede GOE

s1ahojdws /GT

sajenpelb
fununoooe G/ G

pue solwspeoe
Jo suondaouad
Y] Ul adualayIp
ou sl aiayl ‘€

JuswAojdwa
Aldea ul swsjqouad
uoIIedIUNWWOD
JO 82U8.44N220
a9yl 01 10adsau
UliM sjuelunoooe
arenpeub

pue saakojdwa
1o suondaouiad
U1 Ul doualapIp
ouslaiayl ¢

SIS
uoIIedIUNWWO0D
UsJllIM pue Jedo
10 1uswdojanap

3yl 01 wN|NJ11AND
Bununoooe ayy

1O uonNQgIJIUo2
91 01 10adsau
UliM sjuejunoodoe
alenpeub

pue solwapeoe

10 suondaeaouad
U1 Ul doUaUapIp
ousliaiayl T

:sasoylodAH

aAlreIuENQ

eljensny

(¥66T) weyeiqy
® prez ‘01

‘Bununodoe
Juswabeuew

179



"SJuULpNIS
Bununodoe ul uoisusyaidde
uoIeIIUNWWOI

ssaJppe 01 padojansp

8Q 1snw sanbiuyoda |

‘uolsuayaidde 1s8yb1y
ay1 Bunuodaa siolew
Bununooode ajewsay
UaIm ‘uolsuayaadde
uoIIedIUNWWOI [e10
10J AJuo punoj a1am
S92UBIBIP JapuUaD)

'sJolew ssaulsng Jaylo

ueyl SUoIeIIUNWWOI
[eJo pue uanluM Yyloq
pJemol uoisuayaidde
1aybiy aney

sJolew Bununoooe
1BY1 MOYs S3jnsaJl ay L

‘winNa1IINg
ay1 pue Buiyseay 1oy
suonealjdwi ayl pue
siolfew Bununoooe
ul uoisuayaidde
uoledIuNWWod

Jo 8|1yoad v

AJUo mainal
aanjeuall|
- A1osayl oN

S)UaPNIS Y9

1ed0 ¢

¢siuapnis
ssaulsnq

alew ueyl
anlsuayaadde ssoj
10 10w s1U8pN1s
ssaulIsnQ ajewsa)
aJe ‘aolew 1noylm
pue ‘|jeaanQ (o
¢saolew ssauisng
Jaylo ueyl
anlsuayaadde ssaj
10 auow saolew
Bununoosoe auavy (q
Juiaou

[euonleu ayl eyl
anlsuayaadde ssaj
10 auow saolew
ssaulisng aay (e

uoisuayaiddy
Buniam 1

:suonsanb
yoJeasay

aAIreIRnuEN)

vsn

(s66T1)
‘e 18 suowls ‘11

‘wNNaI1AN9
Bunnunoooe

a1 ul paziseydwa
9Qq p|noys

USIUYM STIIS
uoneIIuNWWOo2
ay1 Buipaebau
saakojdwa

180



SINE
[ea1uyds1-uou Jo soueriodwi
JO SSauaJeME ,S1UBPNIS
9sea.Ioul 01 PasIAal 3
pINoys enatiIng AlIsiaAiun

,sa1enpelb ueyl

J9MO] S||1S [e21Uy29]
-uouU pauel syuspnIs
arenpeubispun

"S|IIMs [edluyds) ueyl
J9MO] S||1S [e21UY29]
-uou payueld ,s1uspnis

‘pakanins

9J9M SS220NS 133Jed
10} S[[1s [edluy28)
pue [ealuydsl-uou
J0 aoueniodwi ay L

AJuo mainal
aldnjeuall|
- Aaoayl oN

SjusapnIs 892

sasaylodAy
/suonsanb
yoJeasal ON

aAlreIuENQ

VSN

(g66T)
uewpja4

¥ Hosn ¢l

Juoisuayaadde
uoIIedIUNWWO0D
|eJo

pue uolsuayaadde
Bunam usamiaq
uolle|a14109

RS TV RS >

¢siuapnis
ssaulsnq

alew ueyl
anlsuayaadde ssgj
10 310w s1uUapnls
ssaulIsnQ ajewsay
aJe ‘aolew 1noylm
pue ‘|jesanQ (o
¢saolew ssauisng
Jaylo ueyl
aAlsuayaadde ssaj
10 aaow saolew
Bununoosoe auavy (q
Juiaou

[euonleu ayl eyl
aAlsuayaadde ssaj
10 auow saolew
ssaulsng aJly (e

uolisuayaadde
uonelIuNWWOod

181



Juswdojanap

A1Inde} Ul speW JUBWISAUI
ue pue paulwexa aq pjnoys
ABobepad Jo 10adse A1ong
‘winjnalINg Bununoooe

ay1 404 ssa204d Buluueld
216318.41S B USMERIISPUN 01
pasu s101eanpa fununoday

ay1 1ey3 Senaljeq
uolissajoid Bununoooe
3yl "urebe ad10yd a8y}
uaAIb J1 Bununodoe

ut Jolew jou pjnom
s101e9Npa Bununodoe
pue SjuUBIUNOJIE
[euoissajoud

Auey ‘Buisealdsp
A|pideu si Bununoaoe
ul Jolfew 01 Buisooyo
sjuapnis Jo Aljenb
pue Aanuenb ay

‘'YSnaylul
uolreanpa Bununodoe
JO 97e1S 8y] a1en|ens
Alybnouoyr o

AJUuo mainau
aanjeuaall|
- Aaoayl oN

(sdnouB snooy)
sJauonnoeid
pue
SolWwapeIe 0L

"(Aonans)
sJauonnoeid
pue

solwspede £8/

sasaylodAy
/suonsanb
yoJeasald ON
aAnenend

aAlreIuENQ

VSN

uoI1ReIN0SSY
Bununoooy
uedLIBWY

(0002) »oes
® 14024q|V "GT

"2|NJ11INJ Ul
Bununoosae ay1 Ul papnjoul aq
PINOYS S][13S UONEIIUNWWO)D

*}9S1N0 3y}
1e S||){S 9S8y} a41sap
‘Janamoy ‘siabeuey

"uoneanpa Hununoode

Jewwioy Jo 1red 10u

aJe ‘swuiy Bununoooe
a1ignd ui panjea
Alybry aae yoiym
‘S]11X{S UOIIBIIUNWIWIOD
A e

‘parebilsanul

a1am sjeuolssajoid
Bununoooe

jo sanljiqe
uolledIuNWWod
ayl Jo
SSBUBAII08))d 3y}
Jo suondaaiad syt

AJUo mainaul
aanjeuall|
- Auoayl oN

sJauonnoeid g/

sasaylodAy
/suonsanb
yoJeasau ON

aAIreIuEeNnQ

vsn

(666T1)
SMYM
9 SI9MOIS T

*ABojouyda) uonew.ioul
pue ‘salpnis ase? ‘Buluies|
aAne1ado-02 a1ow apnjoul
pinoys spoylsw Buiyoes |

'$854N02 Bununoae Ul
papnoul ag pjNoys [eliayew
+Bununosoe-uou,, a1oN

‘juersoduwi SS9 SIS
Bunrm pue buipeal
a|Iym ‘queriodwi

aJe s||1xs Buluaysi| pue
‘uoieIIUNLILIOI [B10

"(Buipeaa pue BunLm
‘Buiuaisi| ‘redo "6°9)
2dA1 Aq paxued atom
S||IXS UOIRIIUNWILLOD
Jo souenodwi ay

AJuo mainau
a4njeaall|
- Auoayl oN

s1ahojdwa 1/

sasaylodAy
/suonsanb
yoJeasal ON

aAlreIuENQ

VSN

(666T)
MsuAzozse|g

¥ 9971 '€l

‘SliMs
[ea1uy291
-uou Jo Bunjue.

182



"Juswidojanap sjuapni1s sasaylodAy
"SJUBPNIS SSauIsng Juswabeuew ssaulsng /suonsanb VSN
13410 01 paJedw 09 uo |3 Jo 10edwi ayenpeub pue yoJeasad ON
‘WINNJ144ND S||1X{S 8102 8y} I3 ul Jamo| pajel 3y} Jo uolrenjens ayenpelsbiapun (1002)
ulyyim pspnjoul aq pinoys |3 syuapnis BunUNoJdY [eouidwis uy S6¢ aAlelIueN) | [ 19 ||9Z0Y 6T
'sjuapnis Aq
P3aUAIYXa S[[IXS 9S8y}
J0 A11[1ge JO [9A3] 3y}
‘Aem pajeabalul pue S||I>S [RUOITRI0A sasaylodAy
ue ul paulrelqo ag pjnoys 1uepodwl 10 13s palj1oads /suonsanb
SIS ay_L ‘sa1poq Hununoade a( 0} pawasp e Jo aoueniodwil yoJeasau ON ureds ® MN
pue Sa11ISIdAIUN 10} UI3dU09 aJe jeyy saujigedes | ayl Inoge staAojdwa
[eJ3UBD B 8Q PINOYS S||IS | [BJI8ASS Ul SBI0UBIdIBP JO suondadiad (T002) '1e

asay Jo 1uawdojansp ayl

aAl1924ad siahojdwig

2yl Jo AsAuns

s1ahojdws 12

aAIreIRnuEN)

19 OURIUOI '8T

‘panoaduwil aq 01

aJe s|»s Bunim J1 sioreanpa
Bunnunoooe Aq stuspms
Aununosse 01 papiacid

aQ 1SNW X2eqpas) aAISUaIX]

‘JlwignsaJ
01 92UeYD © pue
1039nJ1suUl 8yl Wo4y
Xoeqposy psjielsp
Buialeoal Js)ye
paseaoul Ajuo Bunm
Jo douepodwi ayy uo
suondaaiad ,s1uspms

‘Buniam Jo
aouepiodwi sy 1noqe
syuapms Bununoooe
Jo suondsaiad

3yl Jo AaAuns

AJUuo mainal
aanjeuall|
- Auoayl oN

S)UspNIS OST

sasaylodAy
/suonsanb
yoJaeasal oN

aAlreIuENQ

vsn

(T002) Hosn
® uuewplad /T

‘(uoisuayaidde
uoIleIIUNWWO0I

3oNnpaJ 1eyl SalliAloe
uonesunwwod asn ‘6a)
panoadwi aq pjnoys saolew
Aununoaoe ul uoisusyaidde
UOITeIIUNWIWOI JO S|9A3] 8y L

‘siolew
fununodoe-uou ueyl
uoisuayaidde
uoIIeIIUNWIWOI
1aybiy aney

sJolew Bununoaode
pue uoisuayaidde
uoIeIIUNWWOD

Ul S3oUaJalIp
Japuab aue asay L

‘s1olew Bununoaoe
-uou pue
Bununosoe usamiaq
uolsuaysaidde
uoledIuNWWod

3yl Jo AaAuns

AJuo mainal
aldnjeuall|
- Aaoayl oN

SjuUaPNIS 682

sasaylodAy
/suonsanb
yoJeasald ON

aAlreIuENQ

VSN

(1002)
S| 79 12409 "9T

"919]0S(0
pue uao.d s |apow
uoireanps Bununoooe

183



‘mobse|9 Jo
AlISI9AIUN e 854N0D
So1Y13 ssauisng

7 Bu1luNo22Y JO
M3INSY "UOSeal pue
UOII0WS U0 aiNnje.all|
Jo uoneuao|dx3

"aouabij|aqul ‘Aaoay sasaylodAy
Jeuonows "29uabij|aqul aouabij|a1ul /suonsanb eljensny
"uo1IeINPa HuuNOoIJe UIYIIM | SJUSPNIS B SSalppe 01 [euollowa Jeuonnowy yoJeasau ON
padojanap ag pjnoys Buluies] | uomnesnpa bununodsoe | siuspnis Bunnunoade (002)
[euoIlows pue |e120S UIyyIm aanjre4 Buidojanag winnaINg [eanoeid lleud 9N ‘22
‘aAIl%adsuad ssaulisng
peouq pue [euosiad
‘[euonouny :passnasip
"uoneINpPd aJe saloualadwod
weaboud Bunnunodoe pspunol 9109
Bununoooe ue Bulssasse 10} S IENN T EREY Jo sal106a1ed saiy L AJUo mainaul sasaylodAy vSN
3Jewyouaq e se ylomawe.y 01 SJUBPNIS 104 S||IXS "uoneoINpa aanjeuall| /suonsanb
a3 asn pjnoys spJeoq AJessadau sassalppe fununoaoe - A1oayl oN yoJeasau ON (€002)
uolyelpaidde Aoualadwod 10} Ydomawrea} 191504
pue syuspnis ‘siakojdw3 Jo A1obayes yoeg ® JO U0ISsnasIq winnaINg [eanoeid ® 997-110g ‘12
sasaylodAy
‘uolssajoad /suonsanb VSN
‘seaAojdwa 'SS90INS fununoooe AJUO Mmalnal yoJaeasal ON
01 Buturesy |3 s1eridoadde J193Jed Buiurele ul urs|Is 13 1o aianjeuall| (£002) 491104
apinoad pinoys suoneziuebio | O se ajgenjeA se si |3 | aouelioduwl Jo MaINSY - Auoayl oN [eanoe.d ® SIMY 02
1sa1 (O3) 1uanonb
[euonowa ‘Aloay
s,uewa|oH aouabi|a1u]
Buisn sjuapnis Jeuonnowy

JO |3 painses|n

184



‘(1-0O3) Auojuanu|
jusnond
[euonow3 syl
Buisn paansesw
Sjuapnis Jo |13

"SWIIY
Bununoooe jeuoneu

-1 nwi Jo siayo qol
dY1 uo souewJo)iad

pa12ajle Ajannisod
SI SMaIAJ21Ul

gofl jeuy
Jo1aquinu ayyl '€

‘13 30 |3A3] /Y1 pue
SM3IAIB1UL [enlIul
JO Jaqwinu ayl Aq

pa1oajle Ajananisod

SI SMaIAJd1Ul
goluanbasgns
Joaquinuayyl ‘g

‘aouewa04aad
d1WIBpeIE. JO |9A]
a9yl pue salllAlloe

Jejnoriand-eaixs
1O |9n8] 8yl AQ
paloajle Ajaanisod
SI SMaIAJd1UI

qol remui

‘swy G Big syl yum J1Wapede pue ‘A10ayL Joaaquinuayyl ‘T
sayenpedb 1Y) Jo Juswaoe|d 'ssa00.d ‘SaIIAIN9R JB|NJLIIND aouabij|a1ul
gol ayy aauryua 01 A|oANNo3Yd yoteas qol ayp -eJ1xa ‘aouabijja1ul [euonows :sasoylodAH MN
aJow ejnaLuNg J1vyl uejd | ul |3 JO ddUBA3|34 AU} [euollowa
pInoys si101eanpa Buiunodoy a1ea1pul S} Nsal ay | JO S198)48 8y L SUdpNIS 16 annemuend | (5002) elyd ‘e
BIIXE
‘SIS uoledIuNWWOod
Bunum ueyy Jaybiy pue s||IMs AJUuo mainaul

‘winjnaLIINg Bununoaoe desh
1541 8y 01Ul pajesod.iodul aq
PINOYS S||1XS SUOIIRIIUNWIWOI
[210 puUR USNILIAA

paxueu s||is bueads
"S||1MS [euostadaaul
pue euos.tad ueyl
Jaybiy paxues aiam
S||1XS UoIIeIIUNWIWO)

J119uab 01 paebau
UM pakanins sem
sjuapnys Bununoooe
Jeak 1sa1y jo senuiond
pue suondaaiad syl

aanjeuall|
- Auoayl oN

SjUaPNIS 065

sasaylodAy
/suonsanb
yoJeasal ON

anIreIIUENQ

eljessny

(soog) uis
pue sauor ‘¢

185



‘pabeanodus ate A1jIqIXa|) pue uondsoiad [oAs|-A1lus :suonsanb eljensny
pue ALISISAIP 219YM 1X31U09 3yl Usamiaqg 10J sjuswiaainbau yoJaeasay
B ul abueyd pjnoys se8sInod paljlquapI sem winna1IINg (5002)
Bununoooe AlIsIsAlUN .deb uoneredaid, v aUl JO MaIABI Y sJafhojdwa gge annenuend uospJeydry 'ge
Bulues|

13 paisjuad-luspnis

'SuoIloe JO MaINSY “|apowl
‘pasueyua SI 3AIIRIIUNWIWOI | |3 8y} Jo uonesojdx3
wiNN3114N9 ssaulisng |[eJdanQ Anualsyul AJUuo mainal sasaylodAy
"WI00JSSB|I Y] Ul YJomuwesl aJe SuoIoWs | "WNNJLIIND SSaulIsng aanjeuall| /suonsanb VSN
pue ymouh jeuosiad S_auo Buissaidxa © ul 9ouabijja1ul - Auoayl oN yoJdeasal oN
S9oUBYUS YJ0M 3S1N0J pue buire|nba. [euonows Jo (S002) 1939n1
ojul A10aya 13 Buneaodiosu| ‘BulAinuapul | ssauademe Bulsealou| wnnaLIng |eanoe.d pue s12AN “/2
sasaylodAy
‘90e|dX10M By1 ‘SIS anbiun yum "uo1eINPs /suonsanb
ul Ajorenbape paijdde aq ues paddinba seyenpe.b fununoooe AJUO Mmalnal yoJaeasal ON vSN

1ybney si yeym Jeyy aansus | Buliinbau si aoe|dyiom JO doUeAd|al aanjeuaall|
01 8NUIIU02 1SNW S101eINP3 Bununoaoe ayl 33 JO UoISSNISIP - Auoayl oN [eanoeud | (S002) 14e) ‘9z
"S]URIUNODIR
"S||IS |ea1uyI91UoU juswabeuew Jo
'suoIIN1ISul Jojuswdojanap ayl | stakojdwa ueadoingy AJUo mainal sasaylodAy
[euoneONPa JO [e0b | 01 UoIUBIIR JUBIDIYNS JO ‘S||IX{S [RUOITRIOA aanjeuaall| /suolisanb ureds  MN
11011dxa ue ag pjnoys s||1Ms 40 | Aed j0u op suoiNsul Jo Juawdojansp ayi - A1oayl oN yoJaeasal ON
swi9] ul sjuswadinbai aoe|d [euoneonpa | Jo swua) ul ‘sanionud (s002)

3JoMm Jo Juswidojansp ayL

1ey1 149} siahojdwig

au1 ysi|qelse oL

s1ahojdws y1g

aAIreIRnuEN)

‘e 39 ||esSeH "G¢

‘SM3IAJI1UI
goluanbasgns

JO Jaquinu ayl
pue smainialul gol
[eniui Jo Jaquinu
ay] ‘aouabijjaul
Jeuollowa

JO |19A3] 31 Aq

186



's1ahojdws Bununoaode
JO suoneysdxs

‘s1afojdwa

JO aAndadsuad

3y} wo.} sjuejunodde
Juswabeuew

(paure|dxa j0u
S1TIVNOAY3S
1o uoneoljdde
ay1 ybnouyje)

IVNOAY3S

M3INSY
aanyeuall

SI ‘9duawWwWod
pe Aaisnpul

ul sljuelUNO2Je
|on9] - Aalua

10 suakojdws Jo
uoluido ayy uj ‘g

¢SS
Jeuosaaduaajul pue
uoIIedIUNWWO0D
pue bununoooe
[eloueuly

‘S|Is annelnuenb
1uapnis buiyoea] -
{S1994ed
Bunnunoosoe
1usawabeuew

410} sqjuapnis
Burredaud -
‘suoneziuebiao
ssaulsnq

ul Bunjiom

410} syjuapnis
Buiaredaad -

ul
9s4n02 hununodode
AlIsJdanlun

J0 @ouewaojaad
a3} 91ed 9243WW0D
pue A1isnpul

ul sjuelUNOd2e
|on9]-A11ua

10 suakojdwa

Op MOH T

187



10 suakojdwa
JO suolleoadxa
a3yl usamiaq
deb e aaayy

s1 Ajpuelaodwi|
¢91endoadde

SVYSHY 1uaiajjip Jo
abeuanod syl s| ‘v

£92J19WWO09

pue A1lsnpul ul
Bujiom suonisod
Bunnunoooe
1uswabeuew
|aA8]-A11usd 10}
SVSHYV 1UaJIajIp
J0 aosueliodwi
aAIle|ald ayl

S1 JeyM ‘sasanod
Bununooaoe
AlIsJ1anAlun

uil soidoy se
P313A09 (SVYSHMV)
seaJe s||Ifs

pue abpajmou]
eaJe Bunnunoooe
ayljo e

¢S9S4N02
Bununooaoe
uaiano ul
Builaodau reuaanxs
pue bununoooe
1uswabeuew
uaamiaq adsuejeq
alenadoadde

ue ai1ayl

188



se paziseydws jou ‘wnna1iINg AJuo mainau
"|na1IINd aJam 1nq uonenpeuh Bunnunoooe aJanjeuanl| sosaylodAy
Bununodoe syl ul s|Is Jayye suonisod a3 uo serenpeud - A10ayl oN /suolisanb puejeaz MaN
[eaiuydsiuou Jo Juswdojansp Joj yuepodwi a1am Bununodoe Jo yoJeasad ON
3y} uo siseydwa | S[|IXS SUOIIBIIUNWIWIOD | SMBIA 8yl sarebiisanul soyenpeab (9002)
840w aq p|Noys a1ay | |eo pue jeuostadiaiu| Apnis syl fununodoe ;€2 anlelnuend ‘e 18 Jue)d ‘1€
"(LIFOSN)
1S91 |3 osnue)
-Aanojes-i1akeln
a1 Buisn sjuapnis
Bunaxaew
pue Buinunoosoe Jo ‘Aloay
13 3yl painsean aouabi|a1u]
Jeuonnowg
'sjuapnis Bunnunoooe sasaylodAy
"SJUapN]S Sssaulsnq ayenpeubispun sjuspnls /suoinsanb
(4ay10 pue) Bununolde ul souabijje1ul Bunay.aew g9 yoJaeasald ON VSN % epeue)
Buowre |3 Jo Jusawdolanap ‘13 O S|9Ad) [euollowsa
a3 19bue1 Ajjeay1oads ybiy saey 10u op O JUBWISSasSe sjuspni1s (9002) abeaxoN
0] Uael1 8q P|NOYS SaINSeaN| suapns fununoday Areulwijaid Bununoooe /¢ annenuend pue Aeg ‘0g
"'SJUapnIS ‘PaILIU3PI B19M 'uoneINpPa ssaulsng AJUo mainal sasaylodAy ureds ® N
Bununoooe ul uoisusyaidde sjuapnis Bununosoe pue Bununoaoe aidnjeuall| /suonsanb
uoIeIIUNWIWOI ul uoisuayaidde ul uoisuayaidde - Auoayl oN yoJdeasal oN
ssaJppe 01 paubisepal aq 01 uoIeIIUNWWOI uoledIuNWWod (9002)

Spasu WNNo11INDY BURUN0dY

10 s[ana| ybiH

jo Apnis

S)UBPNIS TTT

aAIreInuEN)

‘|e 18 824or "62

Jjseale Aue

ul patedaad-aapun
10 paJedaud

-19n0 sarenpeub
a1y ¢sorenpeub

1o uoneuaedaud
lenioe ayl

pue sjurlunNoJde
1uswabeuew
|ona]-A11ua

189



"2|N214INd
Burunosoe ayy Ul s|is

[ealuydsiuou Jo Juawdolanap

ay1 uo siseydwa
340w aq p|nNoys a1y L

‘wisifeuolssajold pue
UOIIBIIUNWIWOD 9J9M
luwnje bununoooe
Ag 1uepiodwi Bulaq
Se paynuspl s||xs
[ealuyd91uUoU 8y |

annoadsiad

ayenpe.b ay) wouy
$8s4n09 Bununoooe
arenpelbispun
Burnp

padojanap s||1Ms
J118Udb pue [ea1uYIB)
uo paoe|d siseydwa
ay3 pajebnsanul
Apms siyl

AJuo mainau
aanjeuaall|
- A1osayl oN

sajenpelb
Bununoooe Q1

pue oLIsuab

ul siseydwa

ul Aouaiouyap

e SI a1ay] aAladaad
sayenpeab oq g

apow Apnis

10 abe ‘aspuab

Aqg paule|dxs
sosuodsau

ul SaoUaIBYIP

aJe JualIXd Jeym

0] pue saalbap
arenpeubaspun
J1I8Y1 Ul SIS
[es1uyoal pue
ol1auab aejnanued
uo paoe|d
siseydwa ayl
aAl1804ad Ajauaaand
sajenpe.ab

Op MOH ‘¢

JbBununoooe ul
SS920NS 199189 10}
juepodwi 3sowl
ay3 se anlasosad
sarenpeab op s||Is
o148uab Yoiyma T

:suonsanb
yoJdeasay

aAIreIIuENQ

elfessny

(9002) 'Ie
19 8bue 8Qq 'Zg

FSTENTY
ul WNNo1IINI
Bfununosoe ayy Jo Lred

190



EEN IS
Bunnunoooe 1oy uoieINPa
Bunsixs ayy Jo Aoenbape ayy
IN0Qe Yydaeasal alow 10} ||ed

‘uoneoanpa
papunou ||am

© 10} S||IS [enuassa
aU3 buipiroad yum
Pauladu0d alow aJe
SoIWAPRIY "uolIssajoud
3Y3 JO spasu ayy 19swWl
0] 1depe 01 spaau
uoneanps bununolde
1eyl 18} siauonnoe.d

"uo1eINPd
Aununoooe

1o} suonesijdwi

3} pue slueluNo9Je
J0 8j0u Buibueyd

3y} Inoqge sjuapms
pue solwapede
‘ssauonnoead

Jo suondaaiad

AJuo mainal

a4njeaall|
- Auosayl oN
"SOILWIBPERIE TE

siauonnoeid gz

SjuapNIs 28

pue sasuoinnoead
‘solwapeoe

Jo suondaouad ayn
Buowre sadualayIp
alaylauay T

:suonsanb
yoJdeasay

aAlreIuENQ

eljesny

(L002) weyeiqy
pue ssuor ‘'GE

"Jje1s J193 Jo diysiapes)

‘uoneziueliio ue Jo

‘uoissajouid
fununoooe
a3 ul s||Iys
a|doad Jo soueriodwi

AJuo mainau

sasaylodAy
/suonsanb
yoJeasal ON

puejal]

[euosiad ayy Buidojanap | [ans] A1ans 1e patinbal 3U1 JO M3IAIBAO aianjeuall|
Ul 1S8AUI pINOYS Sswilly v | sI diysiapes| [euostad ue apinoad o - A1oayl oN [eanoedd | (2002) Asj04 "¥€
quswINISuUl
13 s.a0b6ulsIapn
‘13 puR Yd9 usamiaq Buisn syjuapnis ‘Aloay
punoj diysuonejal 10 |3 paJinsea|N 2ouabij|a1ul
juedlyIubiIs Jeuonnow]
ON 13 1O S|aA8] JaMO] "SJuUspNIS
Ajpueaiiubis Juoda. Bunnunodoe Jo |13 ‘sjuUapmMs
-}|9S 1NQ S1UBPNIS | pUe YdO 3yl sulwexa ssauisnq sosaylodAy VSN
ssaulisnq 4aylo | 03 pue saloualadwod 184310 8/1 /suollsanb
"|n2111n2 Huiunodde ay) ueyl vdo 1aybiy 13 .s1uelUNOJ2e yoJaeasal ON (9002)
o1ul pajesod.iooul aq pjnoys Apuesiyiubis aney JO JUBIXd S1uspnIs ‘e 10 1861}
aouabijjarul feuonow g s1uapn1s Bununoosdy 31 aulwI919p 01 Bununodoe 182 annelnuend -puows3 ‘€€
PEEYIET)
arenpeubiaspun

11341 ul pasinboe
SII1XS [e21uyd9]

191



S|Is xa1dwio2 810w asay}
a1e40d100Ul 01 MOY J3PISUOD
01 8ARY S1012oNP3 BUUNODY

10113u02 % Ayredws
'6°3) S||MS awos eyl
aAIg2Jad solwapedy

pue [euos.iad
0 sannoadsiad
,$191N199] JO AonIns

solwspede 7/

aAnelend

aAIreIuEN)

(2002)
pIaBUUM "9E

¢S1uapnis

pue solwspeoe

1o suondaouiad
331 Ul S9oUaUaIp
919yl oy ‘g

¢sdnoub uaaaylp
01 Jueaoduwii
240w se panladiad
aJe Yalym syis

10 syjsey aejnoiued
Aue al1ayl aay ‘&

¢saauonnoeuad
pue solwspeoe
Jo suondaouad
a8y} usamiaq
SERISESETNNTe)
a1yl ady ‘€

uelunoooe
Buironoead e se
paxJom aney Aayl
Jaylaym uo paseq
dnoub orwepeoe
ayl uiyym
suoluido Bulaapip
219yl auy ‘g

¢sorenpeub
Bunnunoooe

Aq paJinbau
SIS pue sajou
3y} Jo sluspnis

192



‘'swielboud Bunnunoooe
Als1aaiun ul padojanap

aQ 0} paau sangrine

pue s||1ys [euolssajoad

pue [e21UYyI91-UoU [elluassy

".plaom
[ead,, 8yl Jo abpajmou
pue , ssauateme
ssaulsng,, Buiainbau
os|e aJe siahojdw3
"S|1IXS JoMwea)

pue Jeuolssajoid
‘leanAeue
‘uoneIUNWWOI
Buipeba.
suoneldadxs sakojdwa
JO areme Bulwoosq
aJe sjuapms

"Spaau
arenpeuh Bununoooe
ue sa1nquie

pue S||IXs ayl

1noge suoneyoadxa
J1afojdws pue
suondaoiad Juspns
wioJ} 80UapIAg

AJUuo mainau
aanjeuall|
- Aaoayl oN

sJauonnoead
Bununoooe gz

sjuspnIs
Bununoooe zze

Jswreaboad

aaJbap 41841 JO
1ed se padojansp
uaaq aney

SIS Jeuolssajoud
asayl eyl
aAl1921ad sjuapnis
Bunnunoooe
Bunenpeuab op
JUdIXaleym o] ‘g

¢SS900NSs

J9aJed 10}
Aaond 1saybiy
a1 Buiney se
aAl8218d sjuapnis
Bununoooe
Bunenpeuab op
SIS Jeuolssajoad
1TeyM 17

:suonsanb
yoJeasay

aAnenend

aAIreIRnuEN)

eljessny

(8002)
ueuuaiad pue

ybeueney| "J€

‘wesboud

Bunnunoooe AlIs1aAlUN
ay1 owul (uoissajoud

3yl AQ panjeA aue yaoiym)

“WINN2144N9
ay1 u1 uswdojanap

0] 8|qeuswe
10U aJe (uonnjosal

"SMaIAIBUI
painionJis

-1LWI3S 3%®} 01

aJe] yum dn-mojjo4

"sjuspnis Bununodoe

J0 Juswidojanap
S||1XS [euostadiaiul

Apnis ase)

:suonsanb
yoJeasay

eljesisny

193



"13 Buroueyus ul Jusuodwod
© Se 9oualladxa Jo anjen ayl
UO papaau SI YdJeasal a0

13 4aybiy pey sonoeid
ul paxom pey reyl
Solwapeae HuIIUN0IIY

‘winNa14aN9
Bununodoe ayl ol

13 Buneiodiosul Jo
anjeA ay) aas 10U pIp
solwapese BuIIUN0IIY

"SIseq 20Y-pe ue uo
1nqg sanifenb arenpeuh
Jo 1uswidojanap

ay1 Joj saniunuoddo
awos apinoad

S90p WN|NJILIND 3y L

Buisn solwspede
Bununoooe
JO |3 painses|y

"LIFOSIN

ay1 Buisn salwspese
fununoooe

10 13 aya Jo Aanuns
pue wnjNaILINg
Bununoooe Jo MaINaY

‘'sanijenb

arenpe.d Bununoooe
pue aouabijjeaul
[euonows

usamiag ul] syL

A1oa )
papunoJs

wingnaIINY

solwispede 07

alejal sjuelUNOIde
[euoissajoud

Aq paiinbau s|s
a1 Op MOH 2

¢a1nbau

sjuejluNoo2e
[euoissajoud

0S S[|1X{S ey T

:suonsanb
yoJeasay

[eanoead

annelnuenb

elfesisny

(800%2) sauor '8¢

¢bununoooe

ul JsaJ4ed e 10y
jueliodwli aae jeyy
SIS Jeuolssajoad
a3yl Jo swual

ul suolnelodadxa
1aAojdwa

pue suoildaoiad
1UapN1s Uaamiaq
ERIUESETTN o)

syl sI1eym\ ‘v

¢19N3|

Anua je ssassod
01 soyrenpe.ub
Bunnunoooe 12adxo
sa1ohojdws op
SIS Jeuolssajoud
lTeymMm ‘e

194



"SoIWIBpeIR
ssauIsnq 18410 ueyl

"LI30SIN

01 pauteduwil
aq |3 ued MoH "/

Jpunouboeq
[euoissajoud

10 xos ‘abe

ay1 uo juspuadap
AJen solwepede
JO |3 8yrse0q ‘9

¢A1noey syl ulyum
S|O0YIS JUaABHIP
ul Jejiuiissip Mon
1e 9243WWo0)

10 Anoe4

a1 ul solwapeode
Jjo13aylrsi’g

¢13 dojanep

0} sjuapnls

J10J sanniuniioddo
apinoud ad 1areduwil
‘yoeol 01 AlljIge
A1941 uo 10eduwi
solwapede Jo
S|aA’] I3 8aur0Q v

¢9ouabi||L1u|
Jeuonnow3 dojanap
PINOJ s|IIMs

9S0U1 JO YIIYM "€

¢Sanlisianlun
ueljessny

AqQ passaadxa
sanlenb
arenpeub ayy 01

195



"SJUspNIS Bununoade Jo S|IsS
[earuydsiuou syl buloueyus
ul1 s101eonpa Bununoooe
1s1sse 01 pasodoud

3Ja/M S9AINRIIIUIL JO JBquInU Y

‘Buinjos wisjqoud

pue suoIedIIuUNWWOod
8J9M JUBWIBdURAPE
1934ed Buipaduwil

pue siapjoyayels Aq
sajenpelb Bununoaoe
u1 83enbapeul 3sow
pawiasp S|Ivs ay.L

*24Nn1Nn} ay1 oul
sa1enpelb Bununogde
JO paJinbal s|jIys
[ea1Uy291UOU B8]
01Ul uonebinsaAul Uy

- A10ayl oN

(smainiaiun)
sjuspnls

pue sisfojdwa
‘ssauonnoeld /1

S1uspnIs
Bununoooe gzge

sasaylodAy
/suonsanb
yoJaeasal ON
aAnenend

aAlreIuENQ

elfesisny

|19uNno) Buiyoea |
7 Buluiea]
ueljensny

(6002) '1e
19 Yo00UeH "OF

‘siahojdwa

11941 Ag paroadxe
SIS Buiajos wisjqoad
pue uoIEeIIUNWWO0I

ay1 xoe| ‘paipns "AJUO MaINa sasaylodAy
S1UapNIS 9sayl 1Yl 9JaM SJUapNIs aanjeuall| /suonsanb
Bunsabbns syuspns Bununodde Jo s||Ms - Aaoayl oN yoJaeasal ON MN
‘uoneoanps bununodde | Bununodde N ul,deb | syl Inoge salWBpeIL
ul 8AeY pInoys ,.s|Is, ajou S|IIS., © palnuapl Bununoooe Solwapeoe (8002)
1BUM UO YoJeasad Jayring SJaydJeasal ayl JO SM3IA 3y L Bununoooe ¢ annenend | |11H % J8UjlN “6E
¢sls

13 Jo Juswdojanap
aJueyus Aew

1ey] s101o0e) 18410
Aue alayl aavy ‘6

¢buiyoeal syl

10 81A1s ay1 Jo/pue
13 yoeal 01 Annjiqe
A1941 uo 10eduwi

13 Jo suondaouad
yeysoq-'s

¢9dJaWwod
J0 Anoe4 auyy
UIYIM SJUSPNIS

196



*(eseyd Buneonpas ayl)

SIS d148uab Jo Juswidojanap

"S|11S [euosiadialul
pue uoIIEeIIUNWWO0I
[egJan ‘[ennuslod
diysaspes] ‘s||is
wiea) :adam sitahojdwa
10} 9ouabiaAIp

S|I1S JO seaJe 1sa1ea4b

pue |ed1uyoal Jo
swiua] ul sweaboud
dlwapeoe ul

uanib sem anlaoaad
sayenpeub pIp
siseydwa 1eyma T

aYl pue sgualladxs | ayl 'asanod Bununosoe ‘AJUuo Mmainau :suonsanb
uoI1eINPa 8yl UO SN0} J19y1 ui ybney aanjeuall| yoJeasay
pINOYS SaIISIaAIUN S]IYM A191enbape Bulaq ‘s1afojdwa - Auoayl oN
(eseyd Buluren syy) saipoq 10U 349M palealpul o suoie1dadxa ayl anneend eljensny
Bunnunoooe euolssajoid sayenpedb 1eyy SIS | 199w S||IS ,sarenpe.b s1ahojdws gg
ay1 Ag 1ybney ag pjnoys | a11auab Jo abued preoiq Aununoage Jaylaym (600¢) abue aq
SIS Bununodoe ealuyda | e aJinbau siaAojdwig JO uonebinsanul uy sayenpelb /1 annenuend ® Buipjoer "z
"S|11S [euolssajoid
uey3 Juesiyubis siow
Bulaq se pabiawa
aney Aew ‘sanljigeded
Jeuosiadiaiul
pue [euos.tad
Ag pajuasaidal
se ‘aouabij|aul
[euonow3
"Juswanoldwil
10} seale
Se paljnuapl alam ‘uolnyenpeub J10Mawield-
sadualladxa Buluies) J91Je sueah 1s11) oyl Aligede) sasaylodAy
pjiom Jeau Buipinoad Bulanp Aouejunoaoe [euolssajoad /suonsanb
‘sanl|iqeded jeuolissajoid pue YJomwes) | ul 89119eld |nyssaaons yoJeasad ON
Buidojansp pue Bultedaad ul sanijigeded J0J Juepiodwil "M3INBI puejeaz MaN
10} SJUBWIUOJIAUS 3Je|dyJoMm [euoissajoad 1SOW PaJtapIsu0d aanjeaall anneend
pue AlistaAlun usamiaq | Buidojonsp ul $8s1nod sanijiqeded (6002)
aoue|eq e ag 0} SPaau a1yl | AlISI8AIUN JO 3104 BY L ay1 Jo Apnis v sajenpedb gg annenuend ‘e 18 |18\ ‘T

*AJUo Malnau
a4njeaall|

197



2yl anlsauad siahojdwis ui deg 01 paAnladuad
snyi1 pue aiinboe 01 aouew.Jaoyiad aJe weaboud
serenpeub Buipunodoe 19adxa -uoneloadx3 Apnis aseod ayl
Alqeuoseal ued s101eanpa ayljo wii0) sayenpeab
Bununodoe sa1oualadwod ‘aAey p|noys uoI1NpPoJIU| sa1oualadwod
AU} Ul SaouaayIp sjuapnis Bununoade ayl ‘¢
aJe aJ1ay) puy "uolleanpa sa1oualadwod ay} Jo "M3IND
Bununoooe J0 SSaUBAINI3YD uondaaiad 118yl pue a4njeuall sajenpeab
93Ul Uo sjules1suod | suakojdwsa Bununosoe Bununooaoe
aJe aJay ] 's101ednps 10 suoie1dadxa ‘deb souewiopad SolwspeIe 9 ul paJisap
pue si1aAojdwa Bununoade 3yl usamiaq -uoieldadxa saloualadwod
0o suoie1dadxa ayl deb panlsaiad aya Jo s,uoneanpa sayenpelb g ayl 't
Ul SB0UBJIBIP 8yl aJ4e YoIYM | asnedaq paljiiuspl sem Bunnunoooe puejeaz MaN
deb uoneyoadxs ue siaiay] | uoneaInpa Bununodsde | Jo aumonuls pssodoad siahojdwa 1T :seade Yoaeasay
"pa1sabibns sem daomawie.y ul ,,deb aosuew.oyiad e Jo AlIpieA syl (0102)

pasodoud ay) 4o} oddns

-uoneldadxs,, uy

aulwexa 01 Apnis v

SjuapnIs 871

annelend

1910d ® Ind "€

¢luswAojdwa

10} paJdinbau sypis
pue siawwreaboud

ui 1ybnel

S|I4S panladaad
10 swuay ul sdnoub
OM] 8Y1 Usamiaq

aouabaanIp

10 9ouabaanuod

e 213yl s| ‘g

¢saakojdwa
lennuslod a8yl

ul s||1s arenpeab
1uepiodwi 3sow
ay1 se anlsauaad

saahojdwa
pPIpYeyM "¢

¢SS o1u8uab

198



Bununodde |NJSsacINSs e 10J
1UBID1JJNS 10U INQ AJessadau
aJe s||Is [ealuyoa ]

aininyj [euoissajoud
118y1 Jo diysisumo
el pjnoys suspms

0] paubisap sem
adusLiadxa A1ojeloge]|
[eIUBWAIOUI UY

- A10ayl oN

winpnaIINY

yaJaeasad ON

[eonoeid

(0102) Sstwuay
9 SIS v

'(deb souewiopiad
3Y1) 92.10J J0M 8] 191ud
Aay1 uaym ssassod sarenpeah

‘uoneosnp3
Bunnunoosoy

‘panoaduwil
ag1ybiw Alpenb
Buiyoeal moH /.

SSBUDBAIN08Y)D
Buiyoeal

uo S1Ulea1Su0d
Jolew ayy] "9

apninde

pue Aljige
d1wapeoe J1ayl
pue ‘uolreosnps
Bununoooe
pue uolissajoad
Bunnunoooe ayy
10 suoneldadxs
SIUBPMS °g

sa1oualadwod
.sarenpeub
Buirdojanap

ul weuaboad
Apnis aseod ayl
JO SSBUBAIN09Y}D
/Yyl v

uonesnpa
Bunnunoooe
AlIsJ1anlun

Josjod8yl e

ssassod

199



‘aueyo 01 spasu
wiNjNa144Ng Bununosoe ay L

JELE]
Jowunfl ayy ye Ajrewad
PaJajlo pue palwi|
aJe $9s1n0d Bununosoe
Juswialeurw /1509 Jo
[9A3] pUR Jaquuinu ay L

‘swielboud ssauisng
arenpeabispun
PalPaIY-gSIVY
JO WINNJLLIND

a1 Jo sIsAjeue uy

AJuo mainau
aanjeuaall|
- Aaoayl oN

winpnaIINY

Juswiabeurw /1500
[9A3]-101Uds paiinbai
JO Jaquinu 8yl :g

'$9SIN0J
Bununoooe |ans)
101U3S 3|ge|leAe 18ylo
JO Jaguinu ayl ueyy
J9|rews Ajpueaijiubis
SI a|qe|rene

$9s1n09 Bununoade
Juswisheuew

/1S09 |9A3]-101UdS
jJoJsquinu ayy ‘1

:sasaylodAH

aAIreIuEeNn)

VSN

(o102)
epuodnel 9t

‘'sieal gz

1souw|e J10j pabueyoun
paulewsaJl aney
$9s1n02 Hununoooe
a1enpeafispun

1SOW Ul punoj $as4nod 'op sJauonnoe.ad AJUo mainal sasaylodAy
‘Spuewsap 1axJew pasinbai ayl 1eyy Bunnunoooe aanjeuaall| /suolisanb
yuMm BJna11INng Bunnunoaoe pajeanal ApNis siyl | pue yoesl s101eonpa - A1oayl oN yoJaeasal ON
9ZIUOJIYIUAS 0] SanISIaAIUN | Se paljiuapl sem , deb Bununooge reym (0102)
pabin s1ayoeasal asay | UOIBZIUOIYOUAS,, JO MaIABl Jedhk OZ winpnaLIng |esnoe.d ‘|e 10 |9baIs "G
(13
S,Uewa|09) JO 1X81U09
ay1 ul papunoub) ‘Auoa|ya
uswdolanap s|pis 13 03 U1
"uoleanpa Bunnunodde | YOS 10J UBLUUOIIAUD *AJUO MaINaU sasaylodAy
*1934ed 118Y3 Ul Aj1ea ue aJeald aanjeuaall| /suolisanb VSN

200



*101ABYD( |B100S1IUR
UM pale|aaa09 Ajpanisod
Alybiy sem AyredoyoAsd

pue ‘101ABYS( [B120S1IIUE YlIM
pale|a1109 Ajaanebau sem |3

UM pale|allod
A1annisod Ajybiy

sem AyredoydAsd pue
‘10IARY3(Q |e100SIIUR
UM pale|allod
Aloanebau sem |3

"SJULpNIS
arenpeabispun

ul Joineyaq
[e1oosnue

pue ‘AyredoyoAsd
JO uonebisaAul Uy

‘A1oay L
aouabiIj|a1u]
Jeuonnows

Sjuspnis 62y

sasaylodAy
/suonsanb
yoJeasal ON

aAlreIuENQ

VSN ¥ ey
yinos ‘epeue)d

(o102)
‘e 18 U8SSIA /T

'$9SIN0J

Bununoaoe Aue

10 aysinbaiaud e j0u
SI 31 ‘Bununosde ul
si1olew 10j patinbal si
8s1N092 Juswabeuew
suonesado

ue usym gy

‘paiinbal jou aJue
$951n09 Juswabeurw
suoneuadoQ ey

"OM] 10 3UO

01 pallwi| SI 9|ce|rene
$951n09 Bununoooe
Juswialeurw /1S00
[9A9]

-101U3s JO Jaquinu
3yl ‘SanIsIaAIuUN
sow 1y €

'$954n0J Bunnunoooe
[9A8]-101UdS

paJinbaa Jaylo

JO Jaquinu ayl ueyy
J9|ews Ajpueaijiubis
S1 $9s4n09 BuUNooJe

201



Kew s2ua19dwod [e21UY99 | siolew BunuUNo22y JO uonebiIsaAul Uy ssaulsnq G/ € annenuend ® SI9AIS 61

13 ul

Jaybiy 8109s ||1m

douslIadxs M40M

UM sauspnis &

'S8S4N0J SsaulIsnq

-uou paJinbau

9J0W Suleuod

12yl weaboud e ul

J1a1eaub si sjuapnis

Bununoooe

Jeak y1anoy 011sa1y

wio4) S8409s |3

ul aseaJdoul ayl ‘s

‘saolew

Bunnunoooe

ueyl siaolew

‘painseawl SuIe |edaql| 40}

sjuapnis Jayeaub si sjuspnis

suie [edaql| pue JeaA y1anoy 011s414

Bunnunooaoe ueak wIoJ} S9109S |13

Ulanoy} pue 1sal4 Jo ul asealoul 8yl ‘g

(LI130SIN Buisn) 13

‘'SjuU8apnls

‘Aaoay Jeak 1s41) a9yl 404

‘pazAjeue |3 pue aouabi|a1ul | abeaane ayl pasdxa

30UB119dXd YJoM JO [euonlows | ||IM SJUBPNIS Jedk

syusuodwod 1noy sy} yianoy syl JO 8409S

usamiag diysuoire|al 13 abeasne ay] ‘1

'3eds |3 uo Jaybiy ay. "aousliadxa "'SJULpNIS
'uoI1IBONPS | 81095 9JUBIIBAXS XIOM | HJOM pue uoIILINPd Sue [esaql| 6/ :sosaylodAH VSN % epeue)
Bunnunoaode ul pspasu aJow yum spuspnis | Bununodoe 03 10adsal

13 1e parabuel Ajjealyioads '13 moj ssassod Uaim aouabijjaqul sjuapn1s (T102)
SUOIlUaAJB1UI UOITeINP] sjuapns HunuNoJdy | [eUOROWS JO 8]04 3y L Bununoaoe 162 annenuend ‘e 18 400D ‘8t

*101ABY3( [e100SIue

202



"S)|NsaJ ay}
are|ndiuew Ajgeljal pue 1s91
I3 8Yy1 puelsiapun 0} a|ge
18119 ate sjuapnis O] ybiy
Jay1aym auiwia1ep 01 |3
pue O] usamiag diysuoire|aa
3y} Ul papasu YoJeasad a0\

'ssao04d

Buriy ayl ul 18Yy10

3yl ueyl Ja119q Ajdes|o
$115981 |3 JaYusN
‘uonduiasap qol

3yl 11} 01 8100S |3 4184}
abueyd Ajgsodind

ued S1UBpNIS

‘Painseawd
(1-O3 pue
1I130SIA Buisn) 13

"SJULpPNIS
Bununoooe Joy
ssa00.d Buriy ayy uo
1s81 |3 Jo syoedwil ay L

‘Aloay
aouabij|a1ul
Jeuonnowy

sjuspnIs
Bununodoe 97

1S81 11d0SIN
38Uyl uo 8109s 8yl ‘g

13 yb1y e Joj sjred
eyl uondiiosap
gol e 01 ssuodsa.
ul paseaJoul

ag ued 1sa1 I-O3
3yl uo a102sayl ‘T

:sasoylodAH

aAIreIRnuEN)

(z102)
‘e 18 S||OYDIN ‘TS

‘Hing eq

sasaylodAy
/suollsanb

‘Aj1ealb | 01 paau s|s arenpeuh yoJdeasal ON eljensny
SIS arenpeuh dojansp Aljenb padojanap “eljeisny ul
01 UMOUYS Uda( aAeY Teyl 01 Ansnpul pue | uoneanps Builunoooe *AJUO MaINa.
sweaboud aoualiadxe MJom | Solwspeoe ‘uolssajoid Buioey sabuajeyd aidnjeuall| (T102) A1
dojanap 01 pasu SaIlISIBAIUN | BY) Usamiaq syul| ay.L a3 JO MalInal - Aaoayl oN [eanoeld | 7 abueiaq 0§
‘SIS
asay} Jo soueiodwi 8yl
JO SSauaeme 118y} aSealoul
01 pUe S||1XS [e21UyI8UOU
,S1uapN1s anoadwil ‘Sajew ayl ueyy
01 SAem |nJssaaons Agnuapl Jaybiy Ajpuesiyiubis
01 apew aq p|NoYs Yya1easal diysiapes)
2in1n4 ueliodwi aiow pue ‘AlIAIRaID
awW02aq SIS [ealuydIaIuoU ‘uoneIUNWWOI
‘Jaulted pue ‘1sbeuew 1O S||s *AJUo Mmailnau
‘101USS 0] JUBLIBIURADPE 3y} payuel ajewaH ‘Bunnunogoe 1oy aanjeuall| sasaylodAy
10} ‘19ABMOH ‘|9A8] A1ud "S|11MS [ealuydsuou sallljige pue ‘s||ivs - A1oayl oN /suonsanb
3yl 1e SIS [edluydsluou | 8yl ueyl daybiy syis | ‘ebpajmous] syl inoge yoJeasau ON
ueyl Jueniodwi aiow aq [e21Uy99] 8yl pajel suondaaiad Juspnis "SjULpPNIS (1102) 8penuO

203



"PaJ12U0284 3 UBI S||IXS
pue abpajmou| pardadxa
19yJew pue sweaboud
Bunnunodoe Ajisiaalun
usamlag sa1ouedalosip

3y} moy a1ebisanul 01 suop
8Qg p|NoYs sa1pnis Jayn4

‘'suoneldadxs

19ydew ayl

199W sAemje J0u Aew
swreabouad Bununoaoe
Ausianiun Bunsixg

‘salouayadwiod
pue s||1xs ‘abpajmou
pa1oadxs 18x4eWw Ylm
sayenpelb Bununoode

aonpoud sanisiaAIun
ueljeasny
19U19ym JO ABAINS

‘Auoay] a9
usapuodsauio)d
-09N %® Auoay

uawiubiy

3AI110NUISU0)
-09N

wingnaIINY

s1ahojdwa /€€

sasaylodAy
/suonsanb
yoJaeasal ON

aAIreIRnuEN)

elfesisny

(z102)
rI2Idd ¥ Ued 'Z2S

13 MOJ ® 10J S||ed
1eyl uonduiosap
gol e 01 ssuodsau
ul pasealdsp

aq jouued

1S3l 1130SIN a3yl
uo 2109s 8yl ‘v

I3 MO]J ® 10j S||ed
eyl uondiiosap
gol e 01 asuodsa.
ul paseaudap aq
ued 1s81 1-03 8yl
uo a102sayl ‘€

13 yb1y e aoj sjreo

1eyl uonduiosap
gol e 01 ssuodsau
ul paseaJaoul

aQq jouued

204



"UOIJUBAJSBIUI J0) Seale
Bunybijybiy ‘eouewiopiad
ayenpelb ul sa1oualdlap
paiuswinoop pue sbulpuly
3y} usamiaq Juswubije sawos
SI 849y "SSauaAlleAouUul

pue diysiapes)

aA11999 ‘Bulag-|jam
Jeuoireziuebio 10} UIBOUOD
asiel 1nq ‘aouewaolad
[euoneziueblio ao) annisod
Ajobae| ate sbulpuly ay L

'Ssaua|qeaalbe pue
ssauuado ul moj pue
Alj1gels [euonows
pue S$SauUSNOoIIUBIISUO0D
‘UOISIBN0IIXD

ul ybiy Ajpanejau

aJe salenpelo

"SO11S149)108 R
punoaboeq
/21ydeabowsp ssoude
SlieJ} Ul suoljeLIeA
pue ‘(1d11) A101usnu|
Alljeuosiad wall-ual
ay1 Buisn Ajeuosiad
JO uoIeUIWEXD UY

sajenpelb
ssauisnq 7,9

sasaylodAy
/suonsanb
yoJeasau ON

aAIreIRuENQ

eljensny

(¥102)
uosyoer ‘'€g

205




 
 
    
   HistoryItem_V1
   TrimAndShift
        
     Range: From page 65 to page 74
     Create a new document
     Trim: cut left edge by 28.35 points
     Shift: move left by 28.35 points
     Normalise (advanced option): 'original'
      

        
     32
     1
     1
     No
     451
     614
     Fixed
     Left
     28.3465
     0.0000
            
                
         Both
         65
         SubDoc
         74
              

       CurrentAVDoc
          

     Smaller
     28.3465
     Left
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     298
     73
     10
      

   1
  

    
   HistoryItem_V1
   TrimAndShift
        
     Range: From page 77 to page 86
     Create a new document
     Trim: cut left edge by 28.35 points
     Shift: move left by 28.35 points
     Normalise (advanced option): 'original'
      

        
     32
     1
     1
     No
     451
     614
     Fixed
     Left
     28.3465
     0.0000
            
                
         Both
         77
         SubDoc
         86
              

       CurrentAVDoc
          

     Smaller
     28.3465
     Left
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     298
     85
     10
      

   1
  

    
   HistoryItem_V1
   TrimAndShift
        
     Range: From page 267 to page 297
     Create a new document
     Trim: cut left edge by 22.68 points
     Shift: move left by 22.68 points
     Normalise (advanced option): 'original'
      

        
     32
     1
     1
     No
     451
     614
     Fixed
     Left
     22.6772
     0.0000
            
                
         Both
         267
         SubDoc
         297
              

       CurrentAVDoc
          

     Smaller
     22.6772
     Left
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     297
     296
     31
      

   1
  

    
   HistoryItem_V1
   TrimAndShift
        
     Range: From page 267 to page 297
     Create a new document
     Trim: cut bottom edge by 14.17 points
     Shift: move down by 14.17 points
     Normalise (advanced option): 'original'
      

        
     32
     1
     1
     No
     451
     614
     Fixed
     Down
     14.1732
     0.0000
            
                
         Both
         267
         SubDoc
         297
              

       CurrentAVDoc
          

     Smaller
     14.1732
     Bottom
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     297
     296
     31
      

   1
  

    
   HistoryItem_V1
   TrimAndShift
        
     Range: all pages
     Create a new document
     Trim: fix size 8.268 x 11.693 inches / 210.0 x 297.0 mm
     Shift: none
     Normalise (advanced option): 'original'
      

        
     32
            
       D:20141017114318
       841.8898
       a4
       Blank
       595.2756
          

     Tall
     1
     1
     No
     451
     614
     None
     Down
     14.1732
     0.0000
            
                
         Both
         267
         AllDoc
         297
              

       CurrentAVDoc
          

     Uniform
     14.1732
     Bottom
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     297
     296
     297
      

   1
  

    
   HistoryItem_V1
   TrimAndShift
        
     Range: From page 2 to page 62
     Create a new document
     Trim: cut left edge by 5.67 points
     Shift: move left by 5.67 points
     Normalise (advanced option): 'original'
      

        
     32
            
       D:20141017114318
       841.8898
       a4
       Blank
       595.2756
          

     Tall
     1
     1
     No
     451
     614
     Fixed
     Left
     5.6693
     0.0000
            
                
         Both
         2
         SubDoc
         62
              

       CurrentAVDoc
          

     Smaller
     5.6693
     Left
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     297
     61
     61
      

   1
  

    
   HistoryItem_V1
   TrimAndShift
        
     Range: From page 90 to page 108
     Create a new document
     Trim: cut left edge by 5.67 points
     Shift: move left by 5.67 points
     Normalise (advanced option): 'original'
      

        
     32
            
       D:20141017114318
       841.8898
       a4
       Blank
       595.2756
          

     Tall
     1
     1
     No
     451
     614
     Fixed
     Left
     5.6693
     0.0000
            
                
         Both
         90
         SubDoc
         108
              

       CurrentAVDoc
          

     Smaller
     5.6693
     Left
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     297
     107
     19
      

   1
  

    
   HistoryItem_V1
   TrimAndShift
        
     Range: From page 172 to page 200
     Create a new document
     Trim: cut left edge by 5.67 points
     Shift: move left by 5.67 points
     Normalise (advanced option): 'original'
      

        
     32
            
       D:20141017114318
       841.8898
       a4
       Blank
       595.2756
          

     Tall
     1
     1
     No
     451
     614
     Fixed
     Left
     5.6693
     0.0000
            
                
         Both
         172
         SubDoc
         200
              

       CurrentAVDoc
          

     Smaller
     5.6693
     Left
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     297
     199
     29
      

   1
  

    
   HistoryItem_V1
   TrimAndShift
        
     Range: From page 223 to page 265
     Create a new document
     Trim: cut left edge by 5.67 points
     Shift: move left by 5.67 points
     Normalise (advanced option): 'original'
      

        
     32
            
       D:20141017114318
       841.8898
       a4
       Blank
       595.2756
          

     Tall
     1
     1
     No
     451
     614
     Fixed
     Left
     5.6693
     0.0000
            
                
         Both
         223
         SubDoc
         265
              

       CurrentAVDoc
          

     Smaller
     5.6693
     Left
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     297
     264
     43
      

   1
  

    
   HistoryItem_V1
   TrimAndShift
        
     Range: all pages
     Create a new document
     Trim: fix size 8.268 x 11.693 inches / 210.0 x 297.0 mm
     Shift: none
     Normalise (advanced option): 'original'
      

        
     32
            
       D:20141017114318
       841.8898
       a4
       Blank
       595.2756
          

     Tall
     1
     1
     No
     451
     614
     None
     Left
     5.6693
     0.0000
            
                
         Both
         223
         AllDoc
         265
              

       CurrentAVDoc
          

     Uniform
     5.6693
     Left
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     297
     296
     297
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: all pages
     Mask co-ordinates: Horizontal, vertical offset 513.88, 49.01 Width 12.43 Height 12.43 points
     Origin: bottom left
      

        
     1
     0
     BL
            
                
         Both
         32
         AllDoc
         33
              

       CurrentAVDoc
          

     513.8787 49.013 12.4276 12.4276 
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     1
     297
     296
     297
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: all pages
     Mask co-ordinates: Horizontal, vertical offset 565.45, 30.99 Width 14.29 Height 13.67 points
     Origin: bottom left
      

        
     1
     0
     BL
            
                
         Both
         32
         AllDoc
         33
              

       CurrentAVDoc
          

     565.453 30.9931 14.2916 13.6703 
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     9
     297
     296
     297
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: all pages
     Mask co-ordinates: Horizontal, vertical offset 562.97, -0.70 Width 31.69 Height 46.60 points
     Origin: bottom left
      

        
     1
     0
     BL
            
                
         Both
         32
         AllDoc
         33
              

       CurrentAVDoc
          

     562.9675 -0.6971 31.6902 46.6033 
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     21
     297
     296
     297
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: all pages
     Mask co-ordinates: Horizontal, vertical offset 507.04, -1.94 Width 90.72 Height 57.79 points
     Origin: bottom left
      

        
     1
     0
     BL
            
                
         Both
         32
         AllDoc
         33
              

       CurrentAVDoc
          

     507.0435 -1.9399 90.7211 57.7881 
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     22
     297
     296
     297
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 279 to page 279
     Mask co-ordinates: Left bottom (105.97 43.96) Right top (132.22 61.46) points
      

        
     0
     105.9729 43.9577 132.2211 61.4565 
            
                
         279
         SubDoc
         279
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     278
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 278 to page 278
     Mask co-ordinates: Left bottom (96.25 40.07) Right top (134.17 66.32) points
      

        
     0
     96.2513 40.0691 134.1655 66.3173 
            
                
         278
         SubDoc
         278
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     277
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 277 to page 277
     Mask co-ordinates: Left bottom (102.08 40.07) Right top (140.00 60.48) points
      

        
     0
     102.0843 40.0691 139.9984 60.4843 
            
                
         277
         SubDoc
         277
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     276
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 276 to page 276
     Mask co-ordinates: Left bottom (99.17 38.12) Right top (138.05 60.48) points
      

        
     0
     99.1678 38.1247 138.0541 60.4843 
            
                
         276
         SubDoc
         276
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     275
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 275 to page 275
     Mask co-ordinates: Left bottom (104.03 37.15) Right top (146.80 62.43) points
      

        
     0
     104.0286 37.1526 146.8035 62.4287 
            
                
         275
         SubDoc
         275
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     274
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 274 to page 274
     Mask co-ordinates: Left bottom (90.42 41.04) Right top (135.14 62.43) points
      

        
     0
     90.4184 41.0412 135.1376 62.4287 
            
                
         274
         SubDoc
         274
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     273
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 274 to page 274
     Mask co-ordinates: Left bottom (120.56 44.93) Right top (136.11 59.51) points
      

        
     0
     120.5553 44.9298 136.1098 59.5122 
            
                
         274
         SubDoc
         274
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     273
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 273 to page 273
     Mask co-ordinates: Left bottom (110.83 41.04) Right top (132.22 60.48) points
      

        
     0
     110.8337 41.0412 132.2211 60.4843 
            
                
         273
         SubDoc
         273
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     272
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 272 to page 272
     Mask co-ordinates: Left bottom (104.03 40.07) Right top (136.11 59.51) points
      

        
     0
     104.0286 40.0691 136.1098 59.5122 
            
                
         272
         SubDoc
         272
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     271
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 271 to page 271
     Mask co-ordinates: Left bottom (105.97 42.99) Right top (135.14 63.40) points
      

        
     0
     105.9729 42.9855 135.1376 63.4008 
            
                
         271
         SubDoc
         271
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     270
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 270 to page 270
     Mask co-ordinates: Left bottom (100.14 42.01) Right top (140.97 62.43) points
      

        
     0
     100.14 42.0134 140.9706 62.4287 
            
                
         270
         SubDoc
         270
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     269
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 269 to page 269
     Mask co-ordinates: Left bottom (104.03 33.26) Right top (138.05 75.07) points
      

        
     0
     104.0286 33.264 138.0541 75.0667 
            
                
         269
         SubDoc
         269
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     268
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 268 to page 268
     Mask co-ordinates: Left bottom (102.08 24.51) Right top (132.22 59.51) points
      

        
     0
     102.0843 24.5146 132.2211 59.5122 
            
                
         268
         SubDoc
         268
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     267
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 267 to page 267
     Mask co-ordinates: Left bottom (104.03 37.15) Right top (137.08 61.46) points
      

        
     0
     104.0286 37.1526 137.0819 61.4565 
            
                
         267
         SubDoc
         267
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     266
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 265 to page 265
     Mask co-ordinates: Left bottom (501.41 36.05) Right top (561.68 73.96) points
      

        
     0
     501.4096 36.0471 561.6833 73.9612 
            
                
         265
         SubDoc
         265
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     264
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 264 to page 264
     Mask co-ordinates: Left bottom (506.27 45.77) Right top (537.38 75.91) points
      

        
     0
     506.2704 45.7687 537.3794 75.9055 
            
                
         264
         SubDoc
         264
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     263
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 263 to page 263
     Mask co-ordinates: Left bottom (514.05 52.57) Right top (538.35 77.85) points
      

        
     0
     514.0477 52.5738 538.3516 77.8499 
            
                
         263
         SubDoc
         263
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     262
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 262 to page 262
     Mask co-ordinates: Left bottom (501.41 41.88) Right top (538.35 72.99) points
      

        
     0
     501.4096 41.8801 538.3516 72.9891 
            
                
         262
         SubDoc
         262
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     261
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 261 to page 261
     Mask co-ordinates: Left bottom (500.44 50.63) Right top (547.10 72.99) points
      

        
     0
     500.4374 50.6295 547.101 72.9891 
            
                
         261
         SubDoc
         261
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     260
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 260 to page 260
     Mask co-ordinates: Left bottom (509.19 59.38) Right top (534.46 73.96) points
      

        
     0
     509.1869 59.3789 534.463 73.9612 
            
                
         260
         SubDoc
         260
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     278
     297
     259
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 279 to page 297
     Mask co-ordinates: Horizontal, vertical offset 556.07, 71.94 Width 17.50 Height 29.16 points
     Origin: bottom left
      

        
     1
     0
     BL
            
                
         Both
         279
         SubDoc
         297
              

       CurrentAVDoc
          

     556.0736 71.942 17.4988 29.1647 
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     279
     297
     296
     19
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: current page
     Mask co-ordinates: Horizontal, vertical offset 510.38, 43.75 Width 35.00 Height 26.25 points
     Origin: bottom left
      

        
     1
     0
     BL
            
                
         Both
         279
         CurrentPage
         297
              

       CurrentAVDoc
          

     510.3823 43.7493 34.9976 26.2482 
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     170
     297
     170
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: current page
     Mask co-ordinates: Horizontal, vertical offset 511.35, 44.72 Width 35.97 Height 19.44 points
     Origin: bottom left
      

        
     1
     0
     BL
            
                
         Both
         279
         CurrentPage
         297
              

       CurrentAVDoc
          

     511.3544 44.7214 35.9698 19.4431 
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     170
     297
     170
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 2 to page 2
     Font: Courier-Bold 12.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: 'i'
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     i
     1
     001
     CB
     1
     1
     652
     275
     0
     1
     12.0000
            
                
         Both
         2
         SubDoc
         2
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     1
     297
     1
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 3 to page 3
     Font: Courier-Bold 12.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: 'ii'
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     ii
     1
     001
     CB
     1
     1
     652
     275
     0
     1
     12.0000
            
                
         Both
         3
         SubDoc
         3
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     2
     297
     2
     1
      

   1
  

    
   HistoryItem_V1
   DelPageNumbers
        
     Range: all pages
      

        
     1
     451
     363
            
                
         AllDoc
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     3
     297
     296
     297
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 2 to page 2
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: 'i'
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     i
     1
     001
     TR
     1
     1
     652
     275
     0
     1
     8.0000
            
                
         Both
         2
         SubDoc
         2
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     1
     297
     1
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 3 to page 3
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: 'ii'
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     ii
     1
     001
     TR
     1
     1
     652
     275
     0
     1
     8.0000
            
                
         Both
         3
         SubDoc
         3
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     2
     297
     2
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 4 to page 4
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: 'iii'
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     iii
     1
     001
     TR
     1
     1
     652
     275
     0
     1
     8.0000
            
                
         Both
         4
         SubDoc
         4
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     3
     297
     3
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 5 to page 5
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: 'iv'
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     iv
     1
     001
     TR
     1
     1
     652
     275
     0
     1
     8.0000
            
                
         Both
         5
         SubDoc
         5
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     4
     297
     4
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 6 to page 6
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: 'v'
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     v
     1
     001
     TR
     1
     1
     652
     275
     0
     1
     8.0000
            
                
         Both
         6
         SubDoc
         6
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     5
     297
     5
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 7 to page 7
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: 'vi'
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     vi
     1
     001
     TR
     1
     1
     652
     275
     0
     1
     8.0000
            
                
         Both
         7
         SubDoc
         7
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     6
     297
     6
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 8 to page 63
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: ''
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     
     1
     1
     TR
     1
     0
     652
     275
     0
     1
     8.0000
            
                
         Both
         8
         SubDoc
         63
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     7
     297
     62
     56
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 88 to page 110
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: ''
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     
     1
     57
     TR
     1
     0
     652
     275
     0
     1
     8.0000
            
                
         Both
         88
         SubDoc
         110
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     64
     297
     109
     23
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 136 to page 146
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: ''
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     
     1
     79
     TR
     1
     0
     652
     275
     0
     1
     8.0000
            
                
         Both
         136
         SubDoc
         146
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     64
     297
     145
     11
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 164 to page 202
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: ''
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     
     1
     89
     TR
     1
     0
     652
     275
     0
     1
     8.0000
            
                
         Both
         164
         SubDoc
         202
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     64
     297
     201
     39
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 221 to page 297
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: ''
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     
     1
     128
     TR
     1
     0
     652
     275
     0
     1
     8.0000
            
                
         Both
         221
         SubDoc
         297
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     64
     297
     296
     77
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: current page
     Mask co-ordinates: Horizontal, vertical offset 513.17, 39.41 Width 20.95 Height 12.44 points
     Mask co-ordinates: Horizontal, vertical offset 510.55, 43.34 Width 19.64 Height 22.25 points
     Origin: bottom left
      

        
     1
     0
     BL
            
                
         Both
         279
         CurrentPage
         297
              

       CurrentAVDoc
          

     513.1659 39.4136 20.9456 12.4364 510.5477 43.3409 19.6364 22.2546 
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     62
     297
     62
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: current page
     Mask co-ordinates: Horizontal, vertical offset 504.00, 44.65 Width 29.45 Height 9.82 points
     Mask co-ordinates: Horizontal, vertical offset 507.93, 47.27 Width 22.25 Height 17.02 points
     Origin: bottom left
      

        
     1
     0
     BL
            
                
         Both
         279
         CurrentPage
         297
              

       CurrentAVDoc
          

     504.0022 44.65 29.4547 9.8182 507.9295 47.2682 22.2546 17.0182 
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     88
     297
     88
     1
      

   1
  

    
   HistoryItem_V1
   DelPageNumbers
        
     Range: From page 164 to page 297
      

        
     1
     451
     363
            
                
         164
         SubDoc
         297
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     163
     297
     296
     134
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 163 to page 202
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: ''
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     
     1
     89
     TR
     1
     0
     652
     275
     0
     1
     8.0000
            
                
         Both
         163
         SubDoc
         202
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     162
     297
     201
     40
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 221 to page 297
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: ''
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     
     1
     128
     TR
     1
     0
     652
     275
     0
     1
     8.0000
            
                
         Both
         221
         SubDoc
         297
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     164
     297
     296
     77
      

   1
  

    
   HistoryItem_V1
   DelPageNumbers
        
     Range: From page 135 to page 297
      

        
     1
     451
     363
            
                
         135
         SubDoc
         297
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     134
     297
     296
     163
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 135 to page 144
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: ''
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     
     1
     79
     TR
     1
     0
     652
     275
     0
     1
     8.0000
            
                
         Both
         135
         SubDoc
         144
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     143
     297
     143
     10
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: current page
     Mask co-ordinates: Horizontal, vertical offset 518.62, 50.65 Width 12.65 Height 4.58 points
     Mask co-ordinates: Horizontal, vertical offset 524.84, 48.80 Width 4.58 Height 11.56 points
     Mask co-ordinates: Horizontal, vertical offset 520.25, 52.62 Width 10.25 Height 5.67 points
     Origin: bottom left
      

        
     1
     0
     BL
            
                
         Both
         279
         CurrentPage
         297
              

       CurrentAVDoc
          

     518.6179 50.654 12.6545 4.5818 524.8361 48.7995 4.5818 11.5636 520.2543 52.6177 10.2545 5.6727 
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     143
     297
     143
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 163 to page 201
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: ''
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     
     1
     89
     TR
     1
     0
     652
     275
     0
     1
     8.0000
            
                
         Both
         163
         SubDoc
         201
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     200
     297
     200
     39
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 220 to page 297
     Font: Times-Roman 8.0 point
     Origin: bottom right
     Offset: horizontal 56.69 points, vertical 56.69 points
     Prefix text: ''
     Suffix text: ''
     Use registration colour: no
      

        
     1
     1
     
     BR
     
     1
     128
     TR
     1
     0
     652
     275
    
     0
     1
     8.0000
            
                
         Both
         220
         SubDoc
         297
              

       CurrentAVDoc
          

     [Sys:ComputerName]
     56.6929
     56.6929
      

        
     QITE_QuiteImposingPlus3
     Quite Imposing Plus 3.0c
     Quite Imposing Plus 3
     1
      

        
     219
     297
     296
     78
      

   1
  

 HistoryList_V1
 qi2base



	9QaWN0dXJlcy9zdXJ2ZXkuaHRtAA==: 
	frmPrint: 
	QID2761||SIID15952: Off
	QID2761||SIID15954: Off
	QID2761||SIID15956: Off
	QID2761||SIID15958: Off
	QID2761||SIID15960: Off
	QID2761||SIID15962: Off
	QID2761||SIID15964: Off
	QID2761||SIID15966: Off
	QID2761||SIID15968: Off
	QID2761||SIID15970: Off
	QID2761||SIID15972: Off
	QID2761||SIID15974: Off
	QID2761||SIID15976: Off
	QID2761||SIID15978: Off
	QID2761||SIID15980: Off
	QID2761||SIID15982: Off
	QID2761||SIID15984: Off
	QID2761||SIID15986: Off
	QID2761||SIID15988: Off
	QID2761||SIID15990: Off
	QID2761||SIID15992: Off
	QID2761||SIID15994: Off
	QID2761||SIID15996: Off
	QID2761||SIID15998: Off
	QID2761||SIID16000: Off
	QID2761||SIID16002: Off
	QID2761||SIID16004: Off
	QID2761||SIID16006: Off
	QID2761||SIID16008: Off
	QID2761||SIID16010: Off
	QID2761||SIID16012: Off
	QID2763||SIID15392: Off
	QID2760||SIID15268: Off
	QID2760||SIID15270: Off
	QID2760||SIID15272: Off
	QID2760||SIID15274: Off
	QID2760||SIID15276: Off
	QID2760||SIID15278: Off
	QID2760||SIID15280: Off
	QID2760||SIID15282: Off
	QID2760||SIID15284: Off
	QID2760||SIID15286: Off
	QID2760||SIID15288: Off
	QID2760||SIID15290: Off
	QID2760||SIID15292: Off
	QID2760||SIID15294: Off
	QID2760||SIID15296: Off
	QID2760||SIID15298: Off
	QID2760||SIID15300: Off
	QID2760||SIID15302: Off
	QID2760||SIID15304: Off
	QID2760||SIID15306: Off
	QID2760||SIID15308: Off
	QID2760||SIID15310: Off
	QID2760||SIID15312: Off
	QID2760||SIID15314: Off
	QID2760||SIID15316: Off
	QID2760||SIID15318: Off
	QID2760||SIID15320: Off
	QID2760||SIID15322: Off
	QID2760||SIID15324: Off
	QID2760||SIID15326: Off
	QID2760||SIID15328: Off
	QID2762||SIID15330: Off
	QID2762||SIID15332: Off
	QID2762||SIID15334: Off
	QID2762||SIID15336: Off
	QID2762||SIID15338: Off
	QID2762||SIID15340: Off
	QID2762||SIID15342: Off
	QID2762||SIID15344: Off
	QID2762||SIID15346: Off
	QID2762||SIID15348: Off
	QID2762||SIID15350: Off
	QID2762||SIID15352: Off
	QID2762||SIID15354: Off
	QID2762||SIID15356: Off
	QID2762||SIID15358: Off
	QID2762||SIID15360: Off
	QID2762||SIID15362: Off
	QID2762||SIID15364: Off
	QID2762||SIID15366: Off
	QID2762||SIID15368: Off
	QID2762||SIID15370: Off
	QID2762||SIID15372: Off
	QID2762||SIID15374: Off
	QID2762||SIID15376: Off
	QID2762||SIID15378: Off
	QID2762||SIID15380: Off
	QID2762||SIID15382: Off
	QID2762||SIID15384: Off
	QID2762||SIID15386: Off
	QID2762||SIID15388: Off
	QID2762||SIID15390: Off
	QID2764: Off
	QID2768: Off
	QID2769: Off
	QID2770: Off
	QID2772: Off


	9QaWN0dXJlcy9zdXJ2ZXkyLmh0bQA=: 
	frmPrint: 
	QID2735||SIID15828: Off
	QID2735||SIID15830: Off
	QID2735||SIID15832: Off
	QID2735||SIID15834: Off
	QID2735||SIID15836: Off
	QID2735||SIID15838: Off
	QID2735||SIID15840: Off
	QID2735||SIID15842: Off
	QID2735||SIID15844: Off
	QID2735||SIID15846: Off
	QID2735||SIID15848: Off
	QID2735||SIID15850: Off
	QID2735||SIID15852: Off
	QID2735||SIID15854: Off
	QID2735||SIID15856: Off
	QID2735||SIID15858: Off
	QID2735||SIID15860: Off
	QID2735||SIID15862: Off
	QID2735||SIID15864: Off
	QID2735||SIID15866: Off
	QID2735||SIID15868: Off
	QID2735||SIID15870: Off
	QID2735||SIID15872: Off
	QID2735||SIID15874: Off
	QID2735||SIID15876: Off
	QID2735||SIID15878: Off
	QID2735||SIID15880: Off
	QID2735||SIID15882: Off
	QID2735||SIID15884: Off
	QID2735||SIID15886: Off
	QID2735||SIID15888: Off
	QID2737||SIID13966: Off
	QID2734||SIID15518: Off
	QID2734||SIID15520: Off
	QID2734||SIID15522: Off
	QID2734||SIID15524: Off
	QID2734||SIID15526: Off
	QID2734||SIID15528: Off
	QID2734||SIID15530: Off
	QID2734||SIID15532: Off
	QID2734||SIID15534: Off
	QID2734||SIID15536: Off
	QID2734||SIID15538: Off
	QID2734||SIID15540: Off
	QID2734||SIID15542: Off
	QID2734||SIID15544: Off
	QID2734||SIID15546: Off
	QID2734||SIID15548: Off
	QID2734||SIID15550: Off
	QID2734||SIID15552: Off
	QID2734||SIID15554: Off
	QID2734||SIID15556: Off
	QID2734||SIID15558: Off
	QID2734||SIID15560: Off
	QID2734||SIID15562: Off
	QID2734||SIID15564: Off
	QID2734||SIID15566: Off
	QID2734||SIID15568: Off
	QID2734||SIID15570: Off
	QID2734||SIID15572: Off
	QID2734||SIID15574: Off
	QID2734||SIID15576: Off
	QID2734||SIID15578: Off
	QID2736||SIID15890: Off
	QID2736||SIID15892: Off
	QID2736||SIID15894: Off
	QID2736||SIID15896: Off
	QID2736||SIID15898: Off
	QID2736||SIID15900: Off
	QID2736||SIID15902: Off
	QID2736||SIID15904: Off
	QID2736||SIID15906: Off
	QID2736||SIID15908: Off
	QID2736||SIID15910: Off
	QID2736||SIID15912: Off
	QID2736||SIID15914: Off
	QID2736||SIID15916: Off
	QID2736||SIID15918: Off
	QID2736||SIID15920: Off
	QID2736||SIID15922: Off
	QID2736||SIID15924: Off
	QID2736||SIID15926: Off
	QID2736||SIID15928: Off
	QID2736||SIID15930: Off
	QID2736||SIID15932: Off
	QID2736||SIID15934: Off
	QID2736||SIID15936: Off
	QID2736||SIID15938: Off
	QID2736||SIID15940: Off
	QID2736||SIID15942: Off
	QID2736||SIID15944: Off
	QID2736||SIID15946: Off
	QID2736||SIID15948: Off
	QID2736||SIID15950: Off
	QID2738: Off
	QID2739: Off
	QID2740: Off
	QID2741: Off
	QID2742: Off
	QID2743: Off
	QID2744: Off
	QID2807||CHECKBOX||8027: Off
	QID2807||CHECKBOX||8028: Off
	QID2807||CHECKBOX||8029: Off
	QID2807||CHECKBOX||8030: Off
	QID2807||CHECKBOX||8031: Off




