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Executive Summary

Solid Rock CPAs is thriving with three offices in Indianapolis, Evansville, and Fort TWeyne.
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 alentOur geographical location makes us
the perfect firm to pilot accounting needs fire major industry of Orthopedic & Medical Supply as well
as the Construction & Manufacturing sect@olid Rock strives toe the leader fomccounting services

in their region

The Solid Rock CPAs of Today

Solid Rock has seen gosukcess throughoutd existence. Howevetp remain competitive,
they must address problems in four main areas: Employee Morale, Recruiting, Client Relations, and
Efficiencies. Up until novgolid Rock has pladenormous pressure oits employees to perform
Currently the only measuring stick beingsed togaugeperformanceis profits. This hasurt employee
morale throughout the comany. Essentially, this fochas produced high turnover rates and
decreasingeffectiveress. The cdthroat environment within theirm is not attractive to many talented
accountants. Therefore, while the firm continues to achieve profits, it has not been effective in
retaining talent andsupplying great service to its customers.

Further decreasing morale is the reduction of gensaton and benefits that haabeen
reducedbecause of the currenttate of the economy. This hadsocreated undue stress on recruiting.
Many new accountants do not want to wolte a firm that appears financially unstable. They also fear
their positionswill be thefirst to be cut

Of course, the firm is not only havingoplems with staff It is having problems with clients as
well. Many clients are not paying their bills and Solid Roo#tisaking the time necessary to evaluate

the full scope oftie problem Client selection and retention is marginal at best. Compounding all of



this, the firm lacks the efficiencies it needshie able to offedow affordable price$o existing and new
clients

Solid Rock isas placed too much emphasis on thrsuit of profits. However, with the
recommendationsn this paer, Solid Rock is going to bighly effective in maintainingnd growing
their position intheir region

Solid Rock CPAs is a great firm, but it has some significant areas of wedkBasah Evans,
have investigated all of the problems befdte firm. In the following page$ have provided
recommendationdor improvement Some recommendations aextensivdy backed by @search.
However, Solid Rock desires to bpianeer of theindustry. Therefore, many recommendations are
based on observations and expertisgolid Rock must take risksjshforward, andbe an example to

other firms onimplementing and succeeding witmconventional strategies

The Current Economic Conditions
Dueto the current economic downtur, some customers are not paying their bills andfpgdor

the firm are leveling off with little growth However, Solid Rock CPAs believe that the economic
slowdown will be only a short term problem. Therefavaly a couple of the recommendations address
the short term. A majority of the recommendatiopsoposed in the flowing documentare long term
strategies forfirm growth.
TheBusiness Outlook Surveliows many indicators to prove the economiyl shortly recover
from the current state of recessiorPrice indexes are on the rise and output is also remaining relatively
stable, accordingtothe BuA y S&a hdzif 221 { dzZNBSe ® GC2NJ 6KS FANARGDG
higher input prices than reported lower prices. The prices paldx rose 14 points, to a reading of
10.0, its first positive reading since last OctofiResearch Department &-ederal Reserve Bank of
t KAfT I RSt LIKAFX HnngL dE ¢tKAa Aa 3INBIG ySga F2N GKS

industries have seerecent improvementss well. Since much of theconomy is consumedrivenand



inflation continues to be extremellpw, thisshouldspur increased spending-his would further brg
the country out of recessioand gross domestic product will be on the riSéherefore, to base our
recommendations on an current recession would be sisaghted. The economngis on itsway back up

and Solid Rockhoud capitalize on this before the rest in tiedustry do.

Our SWOT Analysis

As part of the engagementte following SWOT analysiss conducted There are some

significant aeasfor improvementandmany areas for growth

SWOT Analysis

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

Strengths
Established Firm with Established Client Base
100 employees with wealth of knowledge
Upstanding Reputation in Community
Large Capital Supply

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

Threats
Current Economic Downturn
Larger Competing Firms
Nonpaying Customers

recommendationsn the outline below.

The above SWOT analysis can be overcome and strengtheneth&ithplementation of the following




Outline of Recommendations

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

e Mentoringprogramto improve employeeetention rate.

¢ Innovative nternshipsto be used as an effective recruiting tool.

e Recruiting should use social networking to increase effectiveness in firaderd.t

¢ Referralprogram of recruits should be implemented and provide incentives.

e Profit sharing for all employees.

e Merit basedpromotion policy.

o Appoint @mmittee of employeego identify target market & keys for good clientele.
¢ Fully institute alue priéng model.

¢ Improve firm technology througthe use of customer relationship software, Vlfone
systems, PDAs, anchaperless system.

e Regular assessments need to be given to key in on employee expectations.
¢ The firm should host many social events torpaie unity.
o Work-Life balance eeds to be encouraged and promoted from management

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



Assumptions

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

We haveassumed 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 lagkanced technologicaskills.
No wellness progranis in place and there are fewerksat Solid Rock

Personal computers (PCs) and network are in place andiugeSolid Rock

Little technology exists to assist staff in communication and servicing clients.
Solid Rock CPAiills its clients on a generic value billirgystem

Internship Programs primarilgonsist of Data Entry and administratiwgork.
Employees are only assessed on an annual basis.

Current promotion policy is based on tenumnd length of service

The firm has no socialagheringsfor employees to socialize.

Clients are having a hard timegying for services.

Solid Rock stands at the forefront of accounting in the communities they serve.
Solid Rock CPAs have major access to cafitaleather tough economic times.

A mentoring program is not in place at Solid Rock.



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 empleg, not the firm. Howevelit must be thegoal and purpose at
Solid Rock to show approval for a job well done and present rewards for outstanding performance.
Currently, thoughthis goal falls to the wayside @nsolepursuit of profits. The face of Solid Rock is the
employees Without the employees, Solid Rock would cease to exist. Theréfieieneeds to be an

increased focusn pleasing the employees as a whole.

Combating Turnover

A key measure of satisfied employees is the afteurnover in a firm.Employee turnoveis one
of the most consistenproblems for accounting firms including Solid Rdckthe typical firmgturnover
rates for staff and senior accountants are typically 25% per year, and each separation costs firms $4,000
to $8,000 in training and recruitingpsts. The cost of losing outstanding accountants also extends to
losing the value of their superior performan¢Both, 2006 Therefore, one of the most significant
opportunities in theindustry isfiguringout how to reduce the turnover of talent. Solving this problem
would result in lowetrainingcosts and higherprojectefficiency.

In this crucial environment, future growth amsdrvival of the firm relies on attracting and
retaining CPAs ia highly ompetitive job market. Therefordirms must take action now to see what
GKSe Oly R2 (2 KSf LICEZHYIng AdbLRrTirng RrafésgiofidistSarey, U888 R a
focus of Solid Roakust be to satisfemployees who have recently joined theata. Solid Rock must
takea long term outlook, not short term. It éssentiako look at the major reasonsccountants choose

to leave accounting firmsThe top 7 issues that young accountants fagein thefollowingfigure.



Top 7 Issue Faced By Youn g Accountants

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

2. UnderDeveloped Skill Sets
(

3. Work-Life Balance
(

4. Limited Networking Opportunities
(

5. Intimidation From Bosses (Partners and CFOSs) !
(

6. CPA Exam (Time, Support, Information) |
(

7. Lack of Voice Within Profession ‘

Figure 1- Seven Challenges Facing Young Accountants
Source: Top 7 Issue Facing Young Professional by T. Hood, 2008

This information must be usess a valuble tool to retain employees. To maintaimeir satisfaction, we
must gaintheir loyalty and dedication to the firmKeeping these reasons in mind, the issue of

mentoring must first be addressed.

Mentoring

The top issue facing our young accountants is coming intdrtrad worldg 2SS YABKI (GKAY
is a step that everyonkas to find their own way through. Of caey, this is partly true, buiow can
Solid Rock ease the transition for our emplojeé [ SGQa GF1S OGA2y ONRRIAYI
implementation of a mentoring program between entry level and veteran staff

The mentoring program would providelationships wihin the firm. It automatically provides a

friendly connection for the new employees to ask questions at any tifilés improves the efficiency of



a firm. For low level employees, approaching besgperienced 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.a L y 2 @zilviry @r&fésdion, firms with strong cultures that facilitatetinual
learning through welcommunicated 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 intention® dzii S A (i K S NdadRy2wiee(to begihdisuffér from a perceived, or
real, lack of timgKeller, 2008f 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 warbrsdo make
themselves available for the mented.funds are available, give the mentors a budget to do activities
will their mentees. If funds are not available, just encourage staff to bonaibg ¢o lunch or some
other activity involvinghe simiar interestof the mentor and mentee

Significant benefits exist for the employee. Besioiédging the gap, hopefully, it produces a
life-long friendship between employees. Thiationship does not onlijavebenefits for employees,
but also for thefirm. A relationship between employees bonds them together making it harder to leave
the firm for other opportunities. Plus, theentoring program creates an internal control therisures
the recruiting department is finding top talent, because theerah mentors will know the capabilities
of their mentee.

Mentoring may seem like a waste of timelowever, 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 allestions of the mentees. However, how much
productivity would actually be lost? Mentewould ask questions far more quickly than otherwise. So,

Solid Rock would see an increase in their productivity. Thisl @dfset productivity lost by the veteran.
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Plus, all of the questiordo not have to be restricted to company tim&he mentormentee
relationship may become merthan a work relationship; it could develop irddrue friendship.
Therefore, gestionsmight be asked over lunch, during a bowling game, or over a game of cards. The
positive effecs of the program could be visitdgen within little time of implementationMentoring
provides a wealth of knowledge for mentee®aning that their knowledge W develop exponentially
quicker. In addiobn to this, each veterawould 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 ke¢he following tips in mind during the development of our unique

mentoring program.

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

Refering back to the figure on the challenges faced by young accountants, we sthged
mentoring progranwith 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 purpd$esmentoring program
would help young staff develop their skills. Plus, the relationship with their mentor gives them
confidence and helpthem develop their voice. Soon, there will theninished perceived intidation

from bossesand the firm will bencredibly effective.

11



Internships

Internship programs allows to go ait to college campuses and hasdlect thefuture talent of
our firm. This process often develops dna rigorous and time consuming orde&uestions begin to
circle about the type of intern we wantre we looking for talent, or are we looking for charact&®a
we need peopleommitted to the company for the long haoit are wealrightwith interns who are in it
for the experienc@ Theseguestions are just a glance at the isstiest Solid Rock ha® deal with The
identification of these goalwill lead to higher profits in the futureTherefore, Solid Roahould
revolutionize the waynternships work.

First, B (i Q Zont4ig theidea of a mentoring program onty the entry level staff. Solid Rock
should introduce this prgram to the interns agell. Manyaccounting firng across the country offer
internships to gain experience and knowledge in the field of accountitogvever, hav much
experience are we giving these interns? To be honest, the answer is little to none. Solid Rock, like
other accounting firrg, hiresinterns to perform administrativevork like data entry.Consequently, we
must changehe nature of ourinternship program bwllowing interns to do more value added activities
under the mentoringand supervisiotf upper level staff.

Ken Welch, a current graduate student, confirmed our fear as he commenteddiianhg my
time at aninternship | spent the majority of my dagloing busy work to keep my managers happielt
that my strengths could have been utilized much better #rat | could have contributed to the
company.Not only did | not seem to do productive work, | did not get a good gragjnaf my day to
day tasks would be if | really were an employee at the firenjoyed my time, but | felt | could have
0SSy Y2NB ST7FSO0I0 AAE®ssithyg matiopdGelta\the SdenonyRnadyeis have cut
the number of college students theyfefed internships to by nearly 21 percent, according to the
National Association of Colleges and EmployEyse, 2009) Why is this? It is because they are not

compleingvaluable work.So, during this time of economic hardship, they seen asxpendble. Not

12



only are weat Solid Rocgoing tokeep our internship program, we are goitmcompletelyrevamp it.

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

supervision of upper level staff, we hallow 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 basignterns appreciate thedct 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 actyjiad be on track to complete the 150 hours of
accounting and finance instruction that is required to sit for the CPA d€kane, 2009) These criteria
should be an overwhelming benefit to Solid Rodkie market is saturated with students who want
internships, but due to the economy cannot find one. So, Solid Rock can take adwairitsigeand find
the most talented students out there.

In addition to the challenging admission requirements, Didoghes wantsheir interns to
experience all areas afccounting.During the span of thinternship, internsare assigned to different
areas daily.They may spathone day in corporate taxation.h&n, the intern would spend another day
in health @are, litigation, evaluation, audignd consulting(Eyre, 2009) Student in these programs
welcome the variety Another advantagef the Dixon Hughes prograims interns have the chance to
interactwith executives and firm clientsThis allows therto seeeveryaspectof daily accountingd L &
gives youa chance to try out the field and see if you enjoyliti Qa + 6A 3 RSOAaAA2Y >
somethingh a y Qi ¥said Adani Mill&Sintern ahtern at Dixon HughegEyre, 2009)

When it comes to internships, | feel that Dixon Hughes hassitiest could work well at Solid
Rock. | agree that many students are still struggling to find thedheiin the accounting world.
Consequentlf f SG Q& F20dza 2 dzNJ Ay sy Alkstkatel ih INSfiguheh the 2

next page Comig into Solid Rock, the intern would have the option of choosing three areas of interest.

13
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Beginning the internshighe intern would experience an introductory period. In this time, they would

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

intern during their time. The most important part of the introductory periedneeting with their

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

upmost care at pking a mentomwho hasa background in each area chosen by the student. This will

allow the intern to have some familiarity and comfarhile moving around the firmWe want our

interns to be excited about working for our firnif we were to continue hing interni 2 FAf f £ a0 dza & o

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

Solid Rock Rotational Internship Program

/:
Introductory Tax

Period Division

Valuation Audit

Division ‘ Division

Figure 3 Solid Rock Rotational Internship Progam
SourceCreated By Sarah Evans (The Case Study Team)

The fact of the matter is internships are our most effective recruiting tbdkrnshipsgiveus a
handle on what prospects work well with our companihe internship is essentially a four month
interview. At the same time, internships allow students to explore what they like about our Tinis

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

14



to the more interns who turn into full time atf. During the internship time, mentsrcan evaluate the
interns whowould consider Solid Rock for théong term career. This conquers two of the most
overwhelming problems in accounting firms: training cost and turnover. The added cost of anhigerns
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 creatéis proven that internships are
valuable for retention levels after hirdviore than onethird (37%) of employers surveyed by the
National Association of Colleges and Employers reported higher retention in the first year of hire among
former internscompared totheir full-time colleagues who did not go through their internship peogr

Five years after hire, nearly half (49%) said former interns had higher ret§dbamal 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 tightetheconomy. However, through the efforts of Solid
Rock, we wuld, of courseexceed the retention levels cited abov&hroughour proposed internship
experiencewe increase morale dhterns by instilling cofdence in them and rewarding them with
possibility of future employmentThis internship program would prove to a rock solid addition to our

firm.

Staying Ahead of the Recruiting Game

Internships are important for recruiting. Howeveadnt is a limitel 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 mustkeep our eyes open for ways to land the masinpatible employeesat the same timewe
mustseard for ways to bing themto our doorstep. What does Solid Rock want in a recruit? Defining
the perfect employee is near impossiblin the following figureare the basic characteristickesiredin

new recruits for Solid Rock.

15



5 Characteristics of a Good Employee

1. Loyalty & Dependability
(

. Abllity to be Flexible

(

3. Leader & Initiator

(

4. Positive Attitude
(

5. Motivated

Figure 4- Characteristics of a Good Employee
SourceKrikorian, 2007

These characteristics are the basis for which we can mold the perfect Solid Rock employee. Without
thesetraits, new employees will struggle

Another wayour firm can stay ahead dfie game is keeping up to date with the latest
technology to recruit with.The younger generation is tuned into to social netwoM#eb tools such as
LinkedIn, Plaxo, Facebook, and MySpace can make it easier for firms of all sizes tdadwspwith
recruits and alumn{Journal of Accountancy, 2008Jhousands of peopleave jobs postedn these
sites. They hopthis will pay offin recruiting talented employees LinkedIn is the 25th most visited site
on the Internet with more than 34 million useasd rapidy growing(Patterson, 2009) About 900,000
recruiters use LinkedIn as a primary source to find candidates, and every Fortuoerbpanyis
represented on the siteLinkedIn has become thmumber one norob board tool used to network and

find prospective candidates since its inception in 2(Ratterson, 2009).

16
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When we know what we want in every recruite can begin to look at effective ways to bring in
these top quality peopleWith this being saigdwe at Solid Rochre still looking fothe 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 therelt is the job of Solid Rock CPAs to fitidalent. Referral programs can be
setup to award anyone for finding and bringing in new employees to the f@rowe Horwath has one
of these programs in place. Dan Mills noted thatrexmoney is rewarded to the higher credentialed
employeesthissystem seems to be very effective at Crafvills, 2009).This would allow uso fill in
openings needed with the best talent available. The chart below shows the ésanemployee can

receive fa referring an employee we hire:

Reward System For Recruitin

$12,000.00
$10,000.00
$8,000.00
$6,000.00
$4,000.00

$2,000.00

Entry Level Manager Senior Manager Partner

$

Figure 5 RewardSystem for Recruiting Employees
Source:Dan Mills, Personal Communication, 2009

Beyond bonuses, social networking and behabiased hiringwe need to think about the other
avenues of finding talentA unique way to spark interest of upper tier tatds to tap into high schools.
Firms should get their younger team members involved in high school visits to increase interest in the

profession. This inturn can be the start of a prospecting It future accounting majorthat the firm

17



can use to tack the progress and keep in touch with students during their college y@arunting
majorstend to migrate back tohe areaghey are from. This is why high school would be an effective
untapped resource at this poinfThis not only increases the fgmtial pool of candidates, but the an
campus involvement gives your team members a lesson in business develogPmesentations can be
prepared to spark the interest of younger generations and create awarerig¢ke profession of
accounting(Journal & 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 numl§éosirnal of Accountancg2008) 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 thedt. S NB Q aflaghc Aéc®unting is not sexy
(AICPA, 2008) &Vhen we ca begin to sell the glamour of accounting to younger generations, more top
level talent will migra¢ 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 recrugtilbutwe cannot forget that the highegtercenages of
our entry level staff argoing to be college graduateQur number one goal i®8 make our presence
known on the campuses we choose to recruit from. O A A 1A S&a GKIF G 1 SSkyel FANYQ
time should be undertaken at all schools in the recruiting p&me of these are relatively low cost
and include prowing small scholarshipsonducting mock interviews, attending the careerdaamd job
shadowing.More expensive endeavors mag undertaken at selected schools, but on a less frequent
basis. Perhaps a firm can commit to tedaoly one course every other terrapnductingan efiquette
seminar every two years or raisingoney fromalumni to upgrade a classrooavery five yearsThe®
larger commitments can have a big impact on stud€Btssta, 2007)This gives the effect to student

that the firms care about their welbeing and they are more willing to consider the firm.

18



BEvery recruitwho couldmake a great addition to our staffilvnot accept our offer to join the
firm. However, Solid Rock should consitteckingthe recruits that we did not land. We can begin a
RFGFolFasS (G2 GNI¥ Ol GKS & aMhenNdEapeniigkat olir fir Sddils,wmeA NB R
would be able tacheck with these former recruits and monitor if they are in the market for a new job
This will allow us to moreffectively fill our spotsAn action step that can be taken to make us more
productive is to rate all recruits, whether theyeain college oin another job. This allows ustiy and

select the elite of our listsThese 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 abilitiEsave our firm on a regular basighis situation puts additional
stress on those who are already pushed to their breaking pointjtdodrersprofits for the firm due to
inefficiency Every time this happens,endid not losqust a personwe lostatalented employee It can
take an enormous amount of time to find someone who can fill th@es of this lost employee. A fair
incentive plan could reduce the turnover in experieneed entry level staff.

Talking with Dan Millef Crowe Horwathwe heard arincentive plan thatould work welkt
Solid RockRegardless of revenue brought ingtincentive plan distributegart of profits equally tathe
partners of the firm ayearend. The idea behind the plasto promote unity. No partner receivasy
more than the other partner. In turn, the program eliminatbe dog eat dog environmerand
promotes teamwork This progranwould giveincentive to every partnein the firm to do their best
0 SOl dza S S I borfas atdheNafidyo3HeRre@r depends bow much revenue the whole firm
makes. This will hopefully spur them to do better in the coming yedg.helping the firmeach partner
is helping themselves.

The plan in place by Crowe certigidoes promote unity among partners. Nonetheless, theapla

increases the salary of partner$his can take a significant toll on employee mordiaerefore,Solid

19
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Rock must modify this planinstead of extending the profit sharing to only partners, we need to open it
up to the entire firm. First, tough econuc times are upon us arfolid Rock must set aside 50%net
income for growth and cash reserveAfter this,Solid Rock shoulallocate10%of the profitsto the
partners To all other staff, we will allocat®%of net income.

The figure below showhe level of net income the employeasuld receive Our revamped
incentive prograndoes not havehe same effects athe incentive program at Crowe Horwath. Instead,
we are giving a sense of unity to the entire firm as a whole, because each empldlydiecwfly benefit

from the success of the entire firm.

Profit Sharing Incentive Program
Who Gets What?

M Partners
i All Other Staff

i Growth & Cash
Reserves

Figure 6- Proposed Profit Sharing Model
SourceCreated by Sarah Evans (The Case Study Team)

Most firms with an incentive plan have created a very competitive natliteeir employees are
not willing to help one another oybecause they are only looking out for their best interest.our
firm, if someone igot being effectivecoworkets wouldhave incentive teencouragehemto be more

productive

20



A large gap existsetween the salaries antry level accountants and partner This quote from

z

an anonymous personsumsitalldgpl. GKAYy |1 GKS ¢K2tS Lzt AO | OO02dzyiA
reevaluated. The partners just make way, way, way too much money for what thely S NE Q& (i 2 2
many layers of management. . .a éxpect clients to pay theés that they have to payp paythe

LI NIYSNE 6KFG GKS LI NIySNHE I NBiddelmhiageéd@ent kiadoSy NB I f f
person in a public accounting firm theS R | & arBiculbus®!al /2td2zada 2 2YSyYy FyR CI YA
Executive Committee, 1996)df we were to establish a better salary systéhwould promote value in

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

saving, we could increase the salaries of underpaid staff. Overall, this would incrdasatisfaction

and employment commitment to the firm. The chargfeows employeegsheir workis valuableand

shows clients their business is importdatfirm. Maybe, redced 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 teisommendation could be met with significant

resistaice. Therefore we need to research theecommendation byorminga committee to investigate

changes in salary.

Promotion Policy

Solid Rock is also considering changing their promotion policy. However, | would suggest a
purely performance basegromotion 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 bwears vested in the companyhen, to move from séor staff to
supervisor and supervisor to manager two additional years must be vested for each step. However, we
need to aly promote those that foster a team oriented atmosphere and are superior workers. An

incentive based promotion policy is the waygo. 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

Partner

Manager

Supervisor

Senior Staff
Entry Level Statt

Thispromotion 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 outcomettBalid Rock wants.

Recommendation

We, at SolidRock CPAs, will begin to implememéw mentoring, internship,recruiting, incentivebased
pay, and promotion programs. These fieeas are areas of considerable weakness that coudd b
improved upon with the discussion conducted throughout the section.
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