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Executive Summary  

 Solid Rock CPAs is thriving with three offices in Indianapolis, Evansville, and Fort Wayne.  The 

firm has served the communities in which they serve for 24 years.   We are the competitive regional 

leaders for tax, audit, and consulting with an established clientele.  Our geographical location makes us 

the perfect firm to pilot accounting needs for the major industry of Orthopedic & Medical Supply as well 

as the Construction & Manufacturing sector.  Solid Rock strives to be the leader for accounting services 

in their region. 

The Solid Rock CPAs of Today 

 Solid Rock has seen good success throughout its existence.  However, to remain competitive, 

they must address problems in four main areas: Employee Morale, Recruiting, Client Relations, and 

Efficiencies.  Up until now, Solid Rock has placed enormous pressure on its employees to perform.  

Currently, the only measuring stick being used to gauge performance is profits.  This has hurt employee 

morale throughout the company.  Essentially, this focus has produced high turnover rates and 

decreasing effectiveness.  The cut-throat environment within the firm is not attractive to many talented 

accountants.  Therefore, while the firm continues to achieve profits, it has not been effective in 

retaining talent and supplying great service to its customers.   

 Further decreasing morale is the reduction of compensation and benefits that have been 

reduced because of the current state of the economy.  This has also created undue stress on recruiting.  

Many new accountants do not want to work for a firm that appears financially unstable.  They also fear 

their positions will be the first to be cut.   

Of course, the firm is not only having problems with staff.  It is having problems with clients as 

well.  Many clients are not paying their bills and Solid Rock is not taking the time necessary to evaluate 

the full scope of the problem.  Client selection and retention is marginal at best.  Compounding all of 
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this, the firm lacks the efficiencies it needs to be able to offer low affordable prices to existing and new 

clients. 

 Solid Rock is has placed too much emphasis on the pursuit of profits.  However, with the 

recommendations in this paper, Solid Rock is going to be highly effective in maintaining and growing 

their position in their region.   

Solid Rock CPAs is a great firm, but it has some significant areas of weakness.  I, Sarah Evans, 

have investigated all of the problems before the firm.  In the following pages, I have provided 

recommendations for improvement.  Some recommendations are extensively backed by research.  

However, Solid Rock desires to be a pioneer of the industry.  Therefore, many recommendations are 

based on observations and expertise.  Solid Rock must take risks, push forward, and be an example to 

other firms on implementing and succeeding with unconventional strategies.    

The Current Economic Conditions  

Due to the current economic downturn, some customers are not paying their bills and profits for 

the firm are leveling off with little growth.  However, Solid Rock CPAs believe that the economic 

slowdown will be only a short term problem.  Therefore, only a couple of the recommendations address 

the short term.  A majority of the recommendations proposed in the following document are long term 

strategies for firm growth.   

The Business Outlook Survey shows many indicators to prove the economy will shortly recover 

from the current state of recession.  Price indexes are on the rise and output is also remaining relatively 

stable, according to the BuǎƛƴŜǎǎ hǳǘƭƻƻƪ {ǳǊǾŜȅΦ  άCƻǊ ǘƘŜ ŦƛǊǎǘ ǘƛƳŜ ƛƴ ǘŜƴ ƳƻƴǘƘǎΣ ƳƻǊŜ ŦƛǊƳǎ ǊŜǇƻǊǘŜŘ 

higher input prices than reported lower prices.  The prices paid index rose 14 points, to a reading of 

10.0, its first positive reading since last October (Research Department of Federal Reserve Bank of 

tƘƛƭŀŘŜƭǇƘƛŀΣ нллфύΦέ  ¢Ƙƛǎ ƛǎ ƎǊŜŀǘ ƴŜǿǎ ŦƻǊ ǘƘŜ ŜŎƻƴƻƳȅ ŀǎ ŀ ǿƘƻƭŜΦ  aŀƴǳŦŀŎǘǳǊƛƴƎ ŀƴŘ ƻǘƘŜǊ 

industries have seen recent improvements as well.  Since much of the economy is consumer-driven and 
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Weaknesses 
- High Turnover of New Employees 

- Not Technological Advanced 

- Underutilized Employees 

- Internship Program of Little Substance 

- Minimal Assessments of Staff 

- Few Incentives to Effective Employee 

- Rigid Promotion Policy, Not Merit Based   

inflation continues to be extremely low, this should spur increased spending.  This would further bring 

the country out of recession and gross domestic product will be on the rise.  Therefore, to base our 

recommendations on an current recession would be short-sighted.  The economy is on its way back up 

and Solid Rock should capitalize on this before the rest in the industry do. 

Our SWOT Analysis 

As part of the engagement, the following SWOT analysis was conducted.  There are some 

significant areas for improvement and many areas for growth.   

 

 

  

The above SWOT analysis can be overcome and strengthened with the implementation of the following 

recommendations in the outline below. 

 

 

Threats 
-  Current Economic Downturn 

- Larger Competing Firms 

- Nonpaying Customers 

Opportunity 
- New Social Restructuring & Morale Boost 

- Attract New Clients Looking for Quality 

Services 

- Research & Implement Rising Technology 

-  Establish a New Innovative Culture 

- Increase Market Share (Other Competitors 

Contracting / Solid Rock Focus on Expansion) 

Strengths 
- Established Firm with Established Client Base 

- 100 employees with wealth of knowledge  

- Upstanding Reputation in Community 

- Large Capital Supply 

SWOT Analysis 
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Outline of Recommendations  
 

I, Sarah Evans, feel that the programs and suggestions 
below would be the most beneficial for Solid Rock CPAs. 

 

 Mentoring program to improve employee retention rate. 

 Innovative internships to be used as an effective recruiting tool. 

 Recruiting should use social networking to increase effectiveness in finding talent. 

 Referral program of recruits should be implemented and provide incentives. 

 Profit sharing for all employees. 

 Merit based promotion policy. 

 Appoint committee of employees to identify target market & keys for good clientele. 

 Fully institute value pricing model. 

 Improve firm technology through the use of customer relationship software, VoIP phone 
systems, PDAs, and a paperless system. 
 

 Regular assessments need to be given to key in on employee expectations. 

 The firm should host many social events to promote unity. 

 Work-Life balance needs to be encouraged and promoted from management. 

 Wellness, compensation, and benefits should be developed into a better system. 
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Assumptions  
 

From the case study, the team has assumed the following facts. 

 We have assumed the role of Sarah Evans of Solid Rock CPAs. 

 Solid Rock CPAs has relatively high turnover rates. 

 Most of the older employees of Solid Rock CPAs lack advanced technological skills. 

 No wellness program is in place and there are few perks at Solid Rock. 

 Personal computers (PCs) and network are in place and used at Solid Rock. 

 Little technology exists to assist staff in communication and servicing clients. 

 Solid Rock CPAs bills its clients on a generic value billing system. 

 Internship Programs primarily consist of Data Entry and administrative work. 

 Employees are only assessed on an annual basis. 

 Current promotion policy is based on tenure and length of service. 

 The firm has no social gatherings for employees to socialize. 

 Clients are having a hard time paying for services. 

 Solid Rock stands at the forefront of accounting in the communities they serve. 

 Solid Rock CPAs have major access to capital to weather tough economic times. 

 A mentoring program is not in place at Solid Rock. 
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Human  Resources 
 

 Many human resource issues stand at the forefront of the problems facing accounting firms.  

Many accountants lack fulfillment and satisfaction in their work.  Too many times, accounting firms feel 

that this is the problem of the employee, not the firm.  However, it must be the goal and purpose at 

Solid Rock to show approval for a job well done and present rewards for outstanding performance.  

Currently, though, this goal falls to the wayside in a sole pursuit of profits.   The face of Solid Rock is the 

employees.  Without the employees, Solid Rock would cease to exist.  Therefore, their needs to be an 

increased focus on pleasing the employees as a whole. 

Combating Turnover  

A key measure of satisfied employees is the rate of turnover in a firm.  Employee turnover is one 

of the most consistent problems for accounting firms including Solid Rock.  In the typical firm, άturnover 

rates for staff and senior accountants are typically 25% per year, and each separation costs firms $4,000 

to $8,000 in training and recruiting costs. The cost of losing outstanding accountants also extends to 

losing the value of their superior performance  (Roth, 2006).έ  Therefore, one of the most significant 

opportunities in the industry is figuring out how to reduce the turnover of talent.  Solving this problem 

would result in lower training costs and higher project efficiency.   

In this crucial environment, future growth and survival of the firm relies on attracting and 

retaining CPAs in a highly competitive job market.  Therefore, firms must take action now to see what 

ǘƘŜȅ Ŏŀƴ Řƻ ǘƻ ƘŜƭǇ ƳŜŜǘ ǇǊƻŦŜǎǎƛƻƴŀƭǎΩ ƴŜŜŘǎ (CCH Young Accounting Professionals Survey, 2007).  The 

focus of Solid Rock must be to satisfy employees who have recently joined the team.  Solid Rock must 

take a long term outlook, not short term.  It is essential to look at the major reasons accountants choose 

to leave accounting firms.  The top 7 issues that young accountants face are in the following figure. 
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Top 7 Issue Faced By Youn g Accountants  

 

This information must be used as a valuable tool to retain employees.  To maintain their satisfaction, we 

must gain their loyalty and dedication to the firm.  Keeping these reasons in mind, the issue of 

mentoring must first be addressed.   

Mentoring  

 The top issue facing our young accountants is coming into the άreal world.έ  ²Ŝ ƳƛƎƘǘ ǘƘƛƴƪ this 

is a step that everyone has to find their own way through.  Of course, this is partly true, but how can 

Solid Rock ease the transition for our employeeǎΚ  [ŜǘΩǎ ǘŀƪŜ ŀŎǘƛƻƴ ōǊƛŘƎƛƴƎ ǘƘŜ ǘǊŀƴǎƛǘƛƻƴ ǘƘǊƻǳƎƘ 

implementation of a mentoring program between entry level and veteran staff.   

The mentoring program would provide relationships within the firm.  It automatically provides a 

friendly connection for the new employees to ask questions at any time.  This improves the efficiency of 

7. Lack of Voice Within Profession

6. CPA Exam (Time, Support, Information)

5. Intimidation From Bosses (Partners and CFOs)

4. Limited Networking Opportunities

3. Work-Life Balance

2. Under-Developed Skill Sets

1. Bridging the "Gap" Between College and The "Real World"

Figure  1 - Seven Challenges Facing Young Accountants 
Source: Top 7 Issue Facing Young Professional by T. Hood, 2008 
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a firm.  For low level employees, approaching busy experienced staff is very intimidating to do.  The fear 

is completely natural.  No one wants to be told that their question is irrelevant or they should already 

know the answer.  άLƴ ƻǳǊ ŜǾŜǊ-evolving profession, firms with strong cultures that facilitate continual 

learning through well-communicated mentoring and training programs have the best chance of 

surviving.  Unfortunately, simply starting a mentoring program is often challenging to CPA firm leaders.  

All have good intentions, ōǳǘ ŜƛǘƘŜǊ ŘƻƴΩǘ ƪƴƻǿ Ŝxactly where to begin or suffer from a perceived, or 

real, lack of time (Keller, 2008).έ  Not knowing where to begin will not be an excuse for our firm.  The 

mentoring program is easy to implement.  First, simply, locate staff that would be interested or effective 

at being a mentor.  Then, hold a mentor meeting emphasizing that you just want mentors to make 

themselves available for the mentee.  If funds are available, give the mentors a budget to do activities 

will their mentees.  If funds are not available, just encourage staff to bond by going to lunch or some 

other activity involving the similar interest of the mentor and mentee.   

Significant benefits exist for the employee.  Besides bridging the gap, hopefully, it produces a 

life-long friendship between employees.  This relationship does not only have benefits for employees, 

but also for the firm.  A relationship between employees bonds them together making it harder to leave 

the firm for other opportunities.   Plus, the mentoring program creates an internal control that ensures 

the recruiting department is finding top talent, because the veteran mentors will know the capabilities 

of their mentee.   

Mentoring may seem like a waste of time.  However, the positives far outweigh the negatives.  

The only foreseeable negative of the program is the lost productivity of the veteran mentor, because 

they must commit themselves to answering all questions of the mentees.  However, how much 

productivity would actually be lost?  Mentees would ask questions far more quickly than otherwise.  So, 

Solid Rock would see an increase in their productivity.  This could offset productivity lost by the veteran. 
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 Plus, all of the questions do not have to be restricted to company time.  The mentor-mentee 

relationship may become more than a work relationship; it could develop into a true friendship.  

Therefore, questions might be asked over lunch, during a bowling game, or over a game of cards.  The 

positive effects of the program could be visibly seen within little time of implementation.  Mentoring 

provides a wealth of knowledge for mentees meaning that their knowledge will develop exponentially 

quicker.  In addition to this, each veteran would provide a better vision of what is expected of a new 

employee.  This would essentially increase the effectiveness of a firm.   

Solid Rock must develop a committee to lead the efforts of creating an effective mentoring 

program.  The committee should keep the following tips in mind during the development of our unique 

mentoring program.   

 

 

 

 

 

Referring back to the figure on the challenges faced by young accountants, we started the 

mentoring program with the idea that we wanted to help them bridge the gap between real life and 

college.  However, we have ended with a solution that provides dual purposes.  The mentoring program 

would help young staff develop their skills.  Plus, the relationship with their mentor gives them 

confidence and helps them develop their voice.  Soon, there will be diminished perceived intimidation 

from bosses and the firm will be incredibly effective.   

Tips for a Mentoring/Coaching Partnership 
 Establish boundaries.  Considering using a mentoring agreement. 

 5ƻƴΩǘ ƳŀƪŜ ŀǎǎǳƳǇǘƛƻƴǎΤ ǎǘǊƛǾŜ ǘƻ ǘǊǳƭȅ ǳƴŘŜǊǎǘŀƴŘ ŜŀŎƘ ƻǘƘŜǊΩǎ ǇŜǊǎǇŜŎǘƛǾŜΦ 

 Be candid and talk openly and honestly about differences of opinion. 

 Talk about and explore what you have in common 

 Talk about and explore your differences. 

 Document your activities and how they lead to career growth. 

 Meet regularly, but be flexible. 

Figure  2 - Tips for a Mentoring/Coaching Partnership 
Source: Make the Most of Mentoring by R. Keller, 2008 
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Internships  

Internship programs allow us to go out to college campuses and hand-select the future talent of 

our firm.  This process often develops into a rigorous and time consuming ordeal.  Questions begin to 

circle about the type of intern we want.  Are we looking for talent, or are we looking for character?  Do 

we need people committed to the company for the long haul or are we alright with interns who are in it 

for the experience?  These questions are just a glance at the issues that Solid Rock has to deal with.  The 

identification of these goals will lead to higher profits in the future.  Therefore, Solid Rock should 

revolutionize the way internships work.  

First, lŜǘΩǎ ƴƻǘ contain the idea of a mentoring program only to the entry level staff.  Solid Rock 

should introduce this program to the interns as well.  Many accounting firms across the country offer 

internships to gain experience and knowledge in the field of accounting.  However, how much 

experience are we giving to these interns?  To be honest, the answer is little to none.  Solid Rock, like 

other accounting firms, hires interns to perform administrative work like data entry.  Consequently, we 

must change the nature of our internship program by allowing interns to do more value added activities 

under the mentoring and supervision of upper level staff.    

Ken Welch, a current graduate student, confirmed our fear as he commented that άduring my 

time at an internship, I spent the majority of my day doing busy work to keep my managers happy.  I felt 

that my strengths could have been utilized much better and that I could have contributed to the 

company.  Not only did I not seem to do productive work, I did not get a good grasp of what my day to 

day tasks would be if I really were an employee at the firm.  I enjoyed my time, but I felt I could have 

ōŜŜƴ ƳƻǊŜ ŜŦŦŜŎǘƛǾŜ ŀƴŘ ƭŜŀǊƴŜŘ ƳƻǊŜΦέ  Across the nation, due to the economy, employers have cut 

the number of college students they offered internships to by nearly 21 percent, according to the 

National Association of Colleges and Employers (Eyre, 2009).  Why is this?  It is because they are not 

completing valuable work.  So, during this time of economic hardship, they are seen as expendable.  Not 
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only are we at Solid Rock going to keep our internship program, we are going to completely revamp it.  

Solid Rock will create a mesh of the internship and mentoring program.  While under the mentoring and 

supervision of upper level staff, we will allow interns to complete valuable work and allow them to 

interact with clients.  We want to develop our internship program into one that will truly show what our 

firm entails on a daily basis.  Interns appreciate the fact that they are given valuable. 

 Dixon Hughes, an accounting firm in Charleston, West Virginia, has taken a whole new view of 

their internships.  They have a rigorous selection process where the potential candidates must maintain 

at least a 3.60 GPA, take part in extracurricular activities, and be on track to complete the 150 hours of 

accounting and finance instruction that is required to sit for the CPA exam (Eyre, 2009).  These criteria 

should be an overwhelming benefit to Solid Rock.   The market is saturated with students who want 

internships, but due to the economy cannot find one.  So, Solid Rock can take advantage of this and find 

the most talented students out there.   

 In addition to the challenging admission requirements, Dixon Hughes wants their interns to 

experience all areas of accounting.  During the span of the internship, interns are assigned to different 

areas daily.  They may spend one day in corporate taxation.  Then, the intern would spend another day 

in health care, litigation, evaluation, audit, and consulting (Eyre, 2009).  Student in these programs 

welcome the variety.  Another advantage of the Dixon Hughes program is interns have the chance to 

interact with executives and firm clients.  This allows them to see every aspect of daily accounting.  άLǘ 

gives you a chance to try out the field and see if you enjoy it.  LǘΩǎ ŀ ōƛƎ ŘŜŎƛǎƛƻƴΣ ŀƴŘ ǘƻ Ƨǳǎǘ ƧǳƳǇ ƛƴǘƻ 

something ƛǎƴΩǘ Ƴȅ ƴŀǘǳǊŜέ said Adam Miller, intern at intern at Dixon Hughes (Eyre, 2009). 

 When it comes to internships, I feel that Dixon Hughes has ideas that could work well at Solid 

Rock.   I agree that many students are still struggling to find their niche in the accounting world.  

ConsequentlyΣ ƭŜǘΩǎ ŦƻŎǳǎ ƻǳǊ ƛƴǘŜǊƴǎƘƛǇ ǇǊƻƎǊŀƳ ƻƴ ŀ Ǌƻǘŀǘƛƻƴŀƭ system illustrated in the figure on the 

next page.  Coming into Solid Rock, the intern would have the option of choosing three areas of interest.  
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Beginning the internship, the intern would experience an introductory period.  In this time, they would 

get to know the firm, meet the leaders of each chosen department, and learn what is expected of an 

intern during their time.  The most important part of the introductory period is meeting with their 

mentor who will stick with them throughout the entire internship program.  Solid Rock would take the 

upmost care at picking a mentor who has a background in each area chosen by the student.   This will 

allow the intern to have some familiarity and comfort while moving around the firm.  We want our 

interns to be excited about working for our firm.  If we were to continue hiring intern ǘƻ Ŧƛƭƭ άōǳǎȅ ǿƻǊƪ,έ 

there will be no zeal and excitement in their work.  Let the firm thrive off the energy from young interns.    

Solid Rock Rotational Internship Program 

 
           

 The fact of the matter is internships are our most effective recruiting tool.  Internships give us a 

handle on what prospects work well with our company.  The internship is essentially a four month 

interview.  At the same time, internships allow students to explore what they like about our firm.  This 

serves as a benefit to us.  The more talented interns who enjoy our firm culture and work ethic equates 

Tax

Division

Audit

Division

Valuation

Division

Introductory

Period

Figure  3 - Solid Rock Rotational Internship Progam 
Source: Created By Sarah Evans (The Case Study Team) 
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to the more interns who turn into full time staff.  During the internship time, mentors can evaluate the 

interns who would consider Solid Rock for their long term career.  This conquers two of the most 

overwhelming problems in accounting firms: training cost and turnover.  The added cost of an internship 

program will be outweighed by those two positive effects.  Plus, by giving them difficult work, we are 

lowering the cost of labor on jobs and increase the profit created.  It is proven that internships are 

valuable for retention levels after hire.  More than one-third (37%) of employers surveyed by the 

National Association of Colleges and Employers reported higher retention in the first year of hire among 

former interns compared to their full-time colleagues who did not go through their internship program.  

Five years after hire, nearly half (49%) said former interns had higher retention (Journal of Accountancy, 

2008).  This proves that a valuable internship program would cut the cost of training and increase 

retention.  This is a great benefit during the tightened economy.  However, through the efforts of Solid 

Rock, we would, of course, exceed the retention levels cited above.  Through our proposed internship 

experience, we increase morale of interns by instilling confidence in them and rewarding them with 

possibility of future employment.  This internship program would prove to a rock solid addition to our 

firm. 

Staying Ahead of the Recruiting Game 

 Internships are important for recruiting.  However, talent is a limited resource in the field of 

accounting.   Not everyone is going to fit the mold of the ideal Solid Rock staff member.  This means that 

we must keep our eyes open for ways to land the most compatible employees; at the same time, we 

must search for ways to bring them to our doorstep.  What does Solid Rock want in a recruit?  Defining 

the perfect employee is near impossible.  In the following figure are the basic characteristics desired in 

new recruits for Solid Rock. 
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5 Characteristics of a Good Employee  

 

These characteristics are the basis for which we can mold the perfect Solid Rock employee.  Without 

these traits, new employees will struggle.   

 Another way our firm can stay ahead of the game is keeping up to date with the latest 

technology to recruit with.  The younger generation is tuned into to social networks.  Web tools such as 

LinkedIn, Plaxo, Facebook, and MySpace can make it easier for firms of all sizes to keep in touch with 

recruits and alumni (Journal of Accountancy, 2008).  Thousands of people have jobs posted on these 

sites.  They hope this will pay off in recruiting talented employees.  LinkedIn is the 25th most visited site 

on the Internet with more than 34 million users and rapidly growing (Patterson, 2009).  About 900,000 

recruiters use LinkedIn as a primary source to find candidates, and every Fortune 500 company is 

represented on the site.  LinkedIn has become the number one non-job board tool used to network and 

find prospective candidates since its inception in 2003 (Patterson, 2009).  

5. Motivated

4. Positive Attitude

3. Leader & Initiator

2. Ability to be Flexible

1. Loyalty & Dependability

Figure  4 - Characteristics of a Good Employee 
Source: Krikorian, 2007 

 

http://www.nysscpa.org/glossary/term/728
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 When we know what we want in every recruit, we can begin to look at effective ways to bring in 

these top quality people.  With this being said, we at Solid Rock are still looking for the brightest people 

out there.  Many times, we have fallen into the trap thinking that college campuses are the only places 

to recruit.  Talent is out there.  It is the job of Solid Rock CPAs to find all talent.  Referral programs can be 

setup to award anyone for finding and bringing in new employees to the firm.  Crowe Horwath has one 

of these programs in place.  Dan Mills noted that more money is rewarded to the higher credentialed 

employees; this system seems to be very effective at Crowe (Mills, 2009).  This would allow us to fill in 

openings needed with the best talent available. The chart below shows the bonuses an employee can 

receive for referring an employee we hire: 

 

 

 Beyond bonuses, social networking and behavior-based hiring, we need to think about the other 

avenues of finding talent.  A unique way to spark interest of upper tier talent is to tap into high schools.  

Firms should get their younger team members involved in high school visits to increase interest in the 

profession.  This in turn can be the start of a prospecting list of future accounting majors that the firm 

$-

$2,000.00 

$4,000.00 

$6,000.00 

$8,000.00 

$10,000.00 

$12,000.00 

Entry Level Manager Senior Manager Partner

Reward System For Recruiting

Figure  5 - Reward System for Recruiting Employees 
Source: Dan Mills, Personal Communication, 2009 
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can use to track the progress and keep in touch with students during their college years.  Accounting 

majors tend to migrate back to the areas they are from.  This is why high school would be an effective 

untapped resource at this point.  This not only increases the potential pool of candidates, but the on ς

campus involvement gives your team members a lesson in business development.  Presentations can be 

prepared to spark the interest of younger generations and create awareness of the profession of 

accounting (Journal of Accountancy, 2008).  There is such a misrepresentation of accountants from the 

eyes of the youth.  If you polled high school freshmen about what an accountant does, the top two 

answers would be doing taxes and counting numbers (Journal of Accountancy, 2008).  Students are not 

breaking down the door to enter our profession. The reality is that we do a better job of driving people 

away from the profession than we do attracting them.  άIŜǊŜΩǎ ŀ ƴŜǿǎflash ς Accounting is not sexy 

(AICPA, 2009)Ηέ  When we can begin to sell the glamour of accounting to younger generations, more top 

level talent will migrate to the accounting profession.  Plus, this approach gives us a better reputation 

for the firm within the community. 

 We can focus on many areas of recruiting, but we cannot forget that the highest percentages of 

our entry level staff are going to be college graduates.  Our number one goal is to make our presence 

known on the campuses we choose to recruit from.  !ŎǘƛǾƛǘƛŜǎ ǘƘŀǘ ƪŜŜǇ ŀ ŦƛǊƳΩǎ ƴŀƳŜ ǊŜŎƻƎƴƛȊŀōƭŜ over 

time should be undertaken at all schools in the recruiting pool.  Some of these are relatively low cost 

and include providing small scholarships, conducting mock interviews, attending the career fairs, and job 

shadowing.  More expensive endeavors may be undertaken at selected schools, but on a less frequent 

basis.  Perhaps a firm can commit to teaching one course every other term, conducting an etiquette 

seminar every two years or raising money from alumni to upgrade a classroom every five years.  These 

larger commitments can have a big impact on students (Busta, 2007).  This gives the effect to student 

that the firms care about their well-being and they are more willing to consider the firm. 
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 Every recruit who could make a great addition to our staff will not accept our offer to join the 

firm.  However, Solid Rock should consider tracking the recruits that we did not land. We can begin a 

ŘŀǘŀōŀǎŜ ǘƻ ǘǊŀŎƪ ǘƘŜ άǎǘŀǊǎέ ǘƘŀǘ ǿŜǊŜ ƘƛǊŜŘ ŜƭǎŜǿƘŜǊŜΦ  When an opening at our firm comes up, we 

would be able to check with these former recruits and monitor if they are in the market for a new job.  

This will allow us to more effectively fill our spots.  An action step that can be taken to make us more 

productive is to rate all recruits, whether they are in college or in another job.  This allows us to try and 

select the elite of our lists.  These databases can quickly and efficiently be updated to keep track of the 

talent that we notice through the years.  

Incentive Based Work  

Employees with amazing abilities leave our firm on a regular basis.  This situation puts additional 

stress on those who are already pushed to their breaking point, and it lowers profits for the firm due to 

inefficiency.  Every time this happens, we did not lose just a person; we lost a talented employee.  It can 

take an enormous amount of time to find someone who can fill the shoes of this lost employee.  A fair 

incentive plan could reduce the turnover in experienced and entry level staff.  

Talking with Dan Mills of Crowe Horwath, we heard an incentive plan that could work well at 

Solid Rock.  Regardless of revenue brought in, the incentive plan distributes part of profits equally to the 

partners of the firm at year end.  The idea behind the plan is to promote unity.  No partner receives any 

more than the other partner.  In turn, the program eliminates the dog eat dog environment and 

promotes teamwork.  This program would give incentive to every partner in the firm to do their best, 

ōŜŎŀǳǎŜ ŜŀŎƘ ǇŀǊǘƴŜǊǎΩ bonus at the end of the year depends on how much revenue the whole firm 

makes.  This will hopefully spur them to do better in the coming years.  By helping the firm, each partner 

is helping themselves.  

The plan in place by Crowe certainly does promote unity among partners.  Nonetheless, the plan 

increases the salary of partners.  This can take a significant toll on employee morale.  Therefore, Solid 
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Rock must modify this plan.  Instead of extending the profit sharing to only partners, we need to open it 

up to the entire firm.  First, tough economic times are upon us and Solid Rock must set aside 50% of net 

income for growth and cash reserves.  After this, Solid Rock should allocate 10% of the profits to the 

partners.  To all other staff, we will allocate 40% of net income.   

The figure below show the level of net income the employees would receive.  Our revamped 

incentive program does not have the same effects as the incentive program at Crowe Horwath.  Instead, 

we are giving a sense of unity to the entire firm as a whole, because each employee will directly benefit 

from the success of the entire firm.  

 

Most firms with an incentive plan have created a very competitive nature.  Their employees are 

not willing to help one another out, because they are only looking out for their best interest.  In our 

firm, if someone is not being effective, coworkers would have incentive to encourage them to be more 

productive. 

Profit Sharing Incentive Program
Who Gets What?

Partners

All Other Staff

Growth & Cash 
Reserves

Figure 6 - Proposed Profit Sharing Model 
Source: Created by Sarah Evans (The Case Study Team) 
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A large gap exists between the salaries of entry level accountants and partners.  This quote from 

an anonymous person sums it all up, άL ǘƘƛƴƪ ǘƘŜ ǿƘƻƭŜ ǇǳōƭƛŎ ŀŎŎƻǳƴǘƛƴƎ ǇǊƻŦŜǎǎƛƻƴ Ƙŀǎ ǘƻ ōŜ ǘƻǘŀƭƭȅ 

reevaluated. The partners just make way, way, way too much money for what they do.  ¢ƘŜǊŜΩǎ ǘƻƻ 

many layers of management. . . . to expect clients to pay the fees that they have to pay to pay the 

ǇŀǊǘƴŜǊǎ ǿƘŀǘ ǘƘŜ ǇŀǊǘƴŜǊǎ ŀǊŜ ƳŀƪƛƴƎΣ ǿƘŜƴ ǊŜŀƭƭȅ ǘƘŜ ǇŀǊǘƴŜǊΩǎ Ƨǳǎǘ a middle management kind of 

person in a public accounting firm theǎŜ ŘŀȅǎΣ ƛǘΩǎ Ƨǳǎǘ ridiculous ό!L/t!Ωǎ ²ƻƳŜƴ ŀƴŘ CŀƳƛƭȅ LǎǎǳŜǎ 

Executive Committee, 1995)Φέ  If we were to establish a better salary system, it would promote value in 

all employees.  Maybe, in a time of economic hardship, partners should take less salary.  With these 

savings, we could increase the salaries of underpaid staff.  Overall, this would increase job satisfaction 

and employment commitment to the firm.  The change shows employees their work is valuable and 

shows clients their business is important to firm.  Maybe, reduced profits in the current times should not 

be frowned upon.  Reduced profits from increasing salary and freezing fees shows a caring attitude to 

everyone in trying times.  However, we realize that this recommendation could be met with significant 

resistance.  Therefore, we need to research the recommendation by forming a committee to investigate 

changes in salary.   

Promotion Policy  

Solid Rock is also considering changing their promotion policy.  However, I would suggest a 

purely performance based promotion policy.  The current organizational hierarchy is located on the top 

of the next page.  The policy states that to move up each level in the pyramid, except for partner, 

employees need to have only two years vested in the company.  Then, to move from senior staff to 

supervisor and supervisor to manager two additional years must be vested for each step.  However, we 

need to only promote those that foster a team oriented atmosphere and are superior workers.  An 

incentive based promotion policy is the way to go.  The tenured based promotion policy current creates 
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expectations on the company to promote them.  However, the incentive based promotion policy fosters 

a need for hard work within employees.  

The Current Heirarchy at Solid Rock 
 

   

 

 

 

 

 

 

 

 

This promotion policy as well as mentoring, internships, incentive, and recruiting programs need 

to be evaluated critically.  This is how we are going to build a prosperous company.  It is important that 

these policies are effective in producing the outcome that Solid Rock wants. 

 

Recommendation  

 

 
 

 

We, at Solid Rock CPAs, will begin to implement new mentoring, internship, recruiting, incentive based 
pay, and promotion programs.  These five areas are areas of considerable weakness that could be 

improved upon with the discussion conducted throughout the section. 

 

  

Recommendation 








































































