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ABSTRACT

This thesis is meant to be an introduction to the field of accounting. It examines the
financial sector using a sociological and feminist perspective and covers a variety of

necessary topics including:

e requirements to become a CPA and to maintain certification,
e what professional organizations are available to accountants,
e the professions outlook,

e what the “Big Four” accounting firms are,
e what the sizes and structures of firms are,
e women in accounting,

e and finally a review of a tax internship at a medium sized accounting firm.

We use the perspectives of Max Weber, Arlie Hochschild and Rotzer. Also included is a
discussion on the organizational aspect of firms from the sociological perspective and an

insider’s look at a tax internship.



INTRODUCTION

Nearly everyone knows what an accountant is, roughly. Most could tell you that it has
something to do with numbers and that in order to be an accountant you must love
numbers. What many people don’t realize, including some prospective accountants, is that
whether or not you love numbers is a minor factor in the large scheme of things.
Accountants also should have a love for rules, regulations, Microsoft Excel, and overhead

lighting, for example.

There is a lot more to accounting than simply a love of numbers. Accounting is a job that
you can do virtually anywhere. It is versatile and flexible; often being a job where you can

pick your primary field or specialty and that is fairly stable through economic fluctuations.'

When I began this thesis, my intentions were to focus solely on internships. I found that
even when the focus is on internships there is a certain understanding of the profession that
is required. Often students can make it to their senior year of college without understanding
what requirements they must meet to become a CPA and a lot of my classmates expressed
concern about their understanding of CPA requirements. What we have learned is that this
understanding is not something you are always taught as a student but something you must
learn from outside materials. Here I intend to lay out the needed information about the

profession in this multi-part thesis. The first part of this thesis will cater to the unsure

' Although hiring for accounting decreased in 2007-2008 because of economic downtown,
hiring was still hapEening. The AICPA trends and demands schedule stated that in 2008
firms were hiring about 25,488 new C.P.As every year which is up from the 20,219 that
were hired in 1999 (AICPA, 2009 Trends).



student by explaining the CPA requirements as they are now and where they can be found
in the future. It will also include the relationship between the world of accounting and
specialization, bureaucracy, and class issues. The second part of this thesis will include an
emphasis on internships as well as their advantages and disadvantages as seen with the

sociological eye.



THE ACCOUNTING PROFESSION

Becoming a CPA

Certification Requirements

The purpose of this section of this thesis is to create an understanding of the accounting
profession that is necessary to grasp the usefulness of the material presented in later
portions of this thesis. Also, this section helps a student’s understanding of CPA
requirements as they are now and where one can find them in the future. It also helps us to
understand the accounting major in a more sociological light while utilizing sociological
theories from many, but largely focusing on Weber’s theory of bureaucracy and labor

specialization.

The terms “accountant” and “accounting” refer to the field of public accounting,
specifically to a certified public accountant (CPA). A person can get an accounting degree
without becoming a CPA and still call themselves an accountant. However, in order to be a
CPA, there are requirements for a certain education, a professional exam, an ethics exam, a

certain amount of hours of practice, and continuing professional education.

The educational requirements for a CPA vary by state since it is the state board of
accountancy that issues CPA licenses. There are 47 states that have the 150-hour education
requirement in place at this time and the other three are planning to switch over at a later

date. Therefore, for the purposes here, we will assume that you need 150-hours of



education since that is what Montana requires (AICPA, 2008). For the state of Montana

the specific educational requirements include having a bachelor’s degree and 150 credit-

hours that include:

Financial accounting
Auditing

Taxation

Management accounting

Additionally, one needs to complete at least 24 semester hours in business related courses,
such as:

Information systems

Business law

Finance

Economics

Marketing

Ethics either business or otherwise,
Organizational behavior
Quantitative applications in business,
Communications

These are the requirements you must meet before you take the Uniform Certified Public
Accountant Examination. Moreover, you must then apply to the National Association of

State Boards of Accountancy, Inc. (NASBA) for approval to take the Uniform CPA Exam.

These special educational and testing requirements create a specialized division of labor.
This specialized division of labor can be understood within a bureaucratic system as
defined by Max Weber (Weber, 1978). Bureaucracies are most noted for creating a
technical superiority. One of the defining features of a bureaucracy is that it is structured
with a clear and obvious hierarchal structure. This is found in accounting because of the

numerous oversight boards and approval committees such as the American Institute of
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Certified Public Accountants that develops the CPA exam and the National Association of
State Boards of Accountancy that assists in administering the exam. Weber further explains
that a bureaucracy must have a selection that is competitive and based on demonstrated
merit (Weber, 1978). The CPA exam helps to weed out those who are not of the highest
merit since it requires a demonstration of your personal merit in all four major sections of

the accounting field (Appelrouth & Edles, 2008).

Furthermore, CPAs are governed by a multitude of formal and impersonal rules which
regulate all forms of CPAs in all sections of the industry, including jurisdictional areas
which are ran by state accounting boards. These boards eventually award your license to
practice within their jurisdiction (Appelrouth & Edles, 2008). This hierarchal structure is
not the only item of sociological interest within the world of accountants. Accounting is a

field which is largely separated by socioeconomic status.

This happens largely because becoming an accountant, even after completing your
education, is an expensive task. In Montana, the application to NASBA to just check your
requirements and give you permission to schedule your first exam costs $195.00. The exam
itself is administered in four sections, which each have their own fees. There is auditing
and attestation ($195.35), business environment and concepts ($176.25), financial
accounting and reporting ($195.35) and regulation ($176.25). You will also incur
registration fees when you register for your exams. The registration fees are based on the
number of exam sections you are sitting for. One examination section is $90 to register for

and four examination sections are $135.00 (NASBA, 2011). So here you have spent at least



five years in higher education and $1,073.20 in fees and you haven’t even taken the exam.
This is of particular importance to understanding how the accounting profession is geared
towards those in a higher socioeconomic level. Not everyone would be able to afford such

an expensive endeavor just to find out if they could pass the exam at the end.

The exam itself requires a 75 percent to pass and you must pass all 4 sections within 18
months or the sections you passed more than 18 months ago must be retaken. For those
sections you do not pass, you have to pay all the fees again (minus the application fee).
This is just the fee scale for the fees in Montana since they do vary by state. Access to the

fees for other states can be found online at the NASBA website (nasba.org).

Exams such as these are ways in which industries and professions further their
professionalization. This helps to create a need for their expertise and professional

credentials.

The Uniform CPA Exam is known for its difficulty. This level of difficulty can best be seen
by the passing rates of examinees in 2011. The Auditing and Attestation’s cumulative pass
rate was 46.57% for all three quarters in which the exam was administered in 2011.
Business Environment and Concepts’ cumulative was 47.85%, Financial Accounting and
Reporting’s was 46.20% and Regulation’s was 44.16% (AICPA, 2011). So in the case of

all four sections, more people failed than passed.

Montana is a two-tiered state meaning that you have a certificate and then later a

certificate/permit to practice. In order to get a certificate, a candidate must first obtain the



education requirements and then pass all four sections of the exam. The second

certificate/permit to practice has experience requirements.

The fact that Montana and many other states are two-tiered furthers the usefulness of
applying the Weberian bureaucratic model to the profession of accounting. This is more

proof of the specialization of the labor force required to have a technical superiority in this

field as a CPA.

The practice portion of the two-tiered certification requires that “A CPA working towards

a Permit to Practice must fulfill at least one year (2000 hours) of accounting experience.

* Find such experience within public accounting, governmental accounting,
academia, or accounting in the private sector.

e Make sure your experience is either full- or part-time, as long as it satisfies the
hourly requirement.

¢ Have your experience verified by a supervising CPA with an active status Permit
to Practice in Montana.

* Be sure your experience takes place within three years of filing an application for
a Permit to Practice.

e Be sure your experience includes accounting and auditing functions that are

required in the practice of public accounting”

When you apply for license to practice in Montana, you need to meet more requirements

than just education and experience. A prospective accountant must declare what their
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“intended association with financial statements for Montana clients”. Also, there must be
three character references who have known the person for three years or more. The
American Institute of Certified Public Accountants has created a course called,
“Professional Ethics: AICPA’s Comprehensive Course” which must be passed by a
candidate before they can be granted a permit (Montana Board of Public Accountants,
2012). Accountants are now subject to even higher ethics requirements than ever before.
Since the Enron scandal the accounting profession has not been as self regulated as
before and the continuing education requirements, as discussed below, also contain more

ethics courses.

Now that you understand what the requirements are for licensure and where to find these

requirements we will discuss what it takes to keep your licensure once you have it.

Continuing Education

Accounting, like many professions, requires continuing education. These requirements

are listed, in detail, by the Montana Board of Public Accountants.

These requirements include completion of 120 hours of Continuing Professional
Education (CPE) every three years with at least 2 CPE hours in an ethics course and only
within approved subjects. These courses do have to be taken in specific educational
formats. You should maintain documentation of your CPE courses for at least five years

and this documentation should include:
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¢ Course outline
e Course date
e Course location
e Course instructor
e Number of CPE hours claimed
You should report your CPE hours to the Montana Board of Public Accountants every

year by July 31% (Montana Board of Public Accountants, 2011).

CPE requirements help keep accountants current on the issues facing the industry. They
also help to lend credibility to the field and maintain specialization furthering the

accounting profession’s bureaucratic nature.

Professional Organizations

There are many professional organizations to which accountants can belong. These
professional organizations help to offer creditability to the profession. This credibility
also helps with the distrust felt towards accountants after the scandals that happened in
the era of Enron. This topic is most often brought up and taught in extreme detail in

current accounting schools and courses.

Nearly every state has a society of CPAs or another similar organization. Also, there are
organizations specifically designed for women in accounting, such as the American
Society of Women Accountants. Women’s professional groups in accounting help to
give women an edge in a competitive environment which is often dominated by white
men. For this same reason there are other organizations for minority groups within the

profession of accounting, including groups for racial minorities, such as the Association
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of Latinos Professionals in Finance and Accounting and the National Association of
Black Accountants. These groups are often meant to promote and expand the influence of

minority groups within the accounting profession.

The national accounting organization is the American Institute of Certified Public
Accountants, or the AICPA, which also publishes the accounting profession’s primary

journal, The Journal of Accountancy.

Other organizations are created for accountants with specialties or special certifications.
A good example of this is the Association of Certified Fraud Examiners (ACFE). A
Certified Fraud Examiner (CFE) is a good certification for auditors to have. In order to
become a CFE, like a CPA, there are several requirements. These requirements include
being a member in good standing with the ACFE, passing the CFE Exam, and meeting
the experience requirements of two years and education requirements which are based on
a points system (10 points per year of bachelors degree education up to four, five points
for each year of experience, five points for each masters degree, 10 points for each Ph.D.,
J.D. or equivalent, and 10 points for each professional certificate such as CPA with a total

of 50 points needed) (Association of Certified Fraud Examiners, 2011).

Members within the field of accounting itself are bound together by what Emile
Durkheim would refer to as organic solidarity (Durkheim, 1964). The idea underlying
organic solidarity’s relationship to accounting is that although accounting is a specialized

field each person finds they are interdependent on another. This interdependency creates
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a feeling of cohesion as well as a small society within itself. The organizations listed
above for minorities are often a way for minorities to break into these small and close-
knit societies and create their own place within every level of the bureaucracies which
exist within the accounting field. Accounting, as briefly touched on before, is a great
example of bureaucracy and this bureaucracy is increasingly apparent throughout this

entire thesis as we talk of the controlling organizations which lead the field.

Organizations are continually being created within the field of accounting and given
control over new credentials and certifications. This increasing specialization is another
sign that accounting, as a profession, has an extremely bureaucratic base. The more
credentials you have, i.e. the more experience in each specialization you have, and the
better you are able to climb to the top of the bureaucratic ladder. A CPA is often the first
step up in the hierarchy but in order to get to the point where you may be firm president
or shareholder, you will most likely need a certification which shows you are specialized
in the accounting field itself (CPA) and then that you are further specialized in a field

within accounting such as fraud (CFE).

As you can see accounting is a complex profession and an understanding of any
profession is necessary to succeed in it. This section should have helped increased your
knowledge in these areas and in future years the websites cited should continue to be a
great resource for students who wish to learn more about the organizations and the

information about the firm provided within.
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Occupational Outlook

With so many hoops to jump through and certifications to get, one might wonder what
motivates people to become accountants, aside from the prospect of occupational
flexibility. One answer would be the great outlook and employment for accountants, even

in hard times.

According to the Occupational Outlook Handbook (2009), accounting as a profession is
projected to grow much faster than the average profession from 2008 to 2018 with
growth expected around 22 percent. A profession that is considered to be growing at an
average rate is growing from 7 to 13 percent. Accountants with certifications, specifically

the CPA designation, are expected to have the best job prospects (Occupational Outlook

Handbook, 20009).

This continued growth signifies a field that is not only well-paying but that will be
around for a long time. Many professions, such as technical services, have moved to
other countries because of globalization and the increased ease of communicating
information from one geographic location to another, via internet and phone conferences.
Accounting will most likely continue as a profession that must take place in the country
that its clients reside in largely because of the need to physically check things such as

inventory when doing auditing procedures.
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Now that we have examined the accounting profession itself, as well as a way to break
into the field of accounting, we should look at where many accountants work: accounting

firms and the different sizes of firms.

FIRM STRUCTURE AND SIZE

A CPA often starts out working within a firm and then you may break out into your own
private firms. These firms are important for a CPA’s experience, since you generally
need around 2,000 hours of experience to reach the state requirements, and also you have
more mobility within the field after working for a firm. An understanding of the different
firm sizes as well as the advantages and disadvantages for starting out within each of the
groups is necessary to understand where a student would like to head after college. The
firms are broken down into four categories of employee size: fewer than 10, 10 to 49, 50

to 200, and 200+.2 We will discuss each of these different sizes in the sections below.
200 and over
“The Big Four”

The Big Four represents a group of firms that dominate the profession. These are the
majority of firms in the 200+ size range. The Big Four were once the Big Eight. The Big
Eight were: Arthur Andersen, Arthur Young, Coopers and Lybrand, Deloitte Haskins and

Sells, Ernst and Whinney, Peat Marwick Mitchell, Price Waterhouse, and Touche Ross

2 This breakdown scale was taken from the AICPA’s breakdown of firms sizes (AICPA,
2009).
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(Francis and Stokes, 1986). Then the merger between Deloitte Haskins and Sells and
Touche Ross created Deloitte Touche Tohamatsu. During that time Main Hurdman also
joined the Big Eight. The Big Eight then became the Big Six in 1989 when Peat Marwick
Thorne merged with Main Hurdman to form KPMG, and Arthur Young and Ernst and
Whinney merged to create Ernst & Young. The Big Six then became the Big Five when,
in 1996, Price Waterhouse merged with Coopers and Lybrand (Greenwood and Suddaby,

2006). The final fall that resulted in the Big Four was that of Arthur Andersen.

Arthur Andersen was the auditor of Enron and perhaps the most infamous firm of all. The
Enron scandal created a wave of new laws, regulations and reviews for auditing of
publicly traded firms. The remaining Big Four firms are: Ernst & Young,
PriceWaterhouseCoopers, KPMG, and Deloitte (now known as Deloitte LLP). KPMG is
the only Big Four firm that has an office in Montana, which is in Billings. Deloitte is the
next closest to us with an office in Boise, Idaho. Ernest & Young has offices in Seattle,
Washington and Portland, Oregon and that is the closest they get to Montana. Last, but

not least, PriceWaterhouseCooper’s closest office in also in Portland, Oregon.

These mergers as well as the fall of Arthur Andersen are sociologically significant. These
mergers are part of a societal movement known as the McDonaldization of society
(Ritzer, 2000). Our society demands things to be efficient, rational and predictable. These
are often achieved through streamlining and expanding operations. The Big Four are a
great example of this. They are an accounting mill, so to speak. These firms have the

economic resources to give quick efficient services, mostly auditing and attestation, to
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other large corporations. They also have the ability to hire and retain a lot of high quality

candidates through their various promotions and extensive recruiting (Ballantine &

Roberts, 2007).

Arthur Andersen is a great example of what can go wrong with this bigger, faster system.
When there are larger organizations involved there is often more room for corruption.
Workers can be convinced to take part in things they usually would not be willing to do
outside of a group (Ballantine & Roberts, 2007). Often, when faced with group pressure,
people who are normally moral and completely honest can do some immoral and
dishonest things. Enron’s auditors from Arthur Andersen helped to cover up the scandal
that was playing out on their financial books. Instead of bringing these issues to the
attention of management as well as Enron’s shareholders as they are supposed to, these
accountants helped to bury it. If you talked to them individually this was probably not
something they would have been willing to do but as a group facing pressure from those

above them, they did it.

All of Big Four have steps and intricate hierarchies within them. These hierarchies also
fit into the Weberian model of a bureaucracy. They have large administrative hierarchies
with clearly defined chains of command. They also have formal rules and regulations to
which anyone wishing to succeed must adhere to. This is one of those places where you
could also spend your entire life working your way up (Weber, 1978).Any of the Big

Four could take a lifetime to climb to the top of, if you ever reached the top.
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A recent graduate may begin their career as a professional staff member, and from there
they may move to junior manager, then to senior manager, and then to partner. Once
partner, there is a variety of ways in which a person can usually advance to some of the
precious few higher management positions. One thing to realize is that the journey to
partner often takes a minimum of ten years. Many accountants start their careers with a
large, Big Four firm and then move to another firm or an individual company after they

feel they have gone as far as they will.

The advantages of working for a Big Four are numerous, in order to entice new
employees to work there. One major plus is that the Big Four give incentives for
obtaining your CPA license, often even reimbursing you for the exam fees and helping
you purchase study materials. Also, the Big Four will pay for all your traveling expenses
if you travel for an audit which nearly all auditors do. They offer competitive salaries,
plenty of room to advance and look great on a resume. Also, there are numerous offices

for most of the Big Four, all over the world so you are not restricted geographically.

The disadvantages are they are often known for burning out their employees. They work
their employees extensively, often requiring 50-60 hours a week on average. There are
also long periods of time where you may be placed in a different area while you are on an
audit. You are required to be impeccably dressed and groomed at all times. Most people I
have spoken to that work or have worked for the Big Four say that the Big Four are a
great situation for a single adult but often require too much for those with a family.

Another issue is that, although the Big Four recruit extensively, it is not common for
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them to come to Montana and if they do often people from smaller schools such as
Carroll College will need to travel to a larger school such as University of Montana for an

interview opportunity.
50 to 200

The largest regional firm present in Montana is Galusha, Higgins & Galusha, P.C.
Galusha, Higgins & Galusha (GHG) has six full-time offices, five in Montana and one in
Idaho as well as three offices which are only partially staffed. The hierarchy of this firm
is for a recent graduate or newcomer to the firm to begin as an associate. Next, you would
move to an account manager, and then to a shareholder. Once you have reached
shareholder status then the only upward movement capabilities are to become an office
manager or an executive member such as a firm president. Another medium-sized firm

here in Montana is Anderson Zurmuehlen.

The advantages of working for a firm this size are that you can move up faster since there
are fewer steps to the top. Often, dress requirements are not as strict and the workload,
while still harsh during busy times such as tax season, is much more likely to have
decreases in off-seasons, such as the summer. Also, these firms are more likely to hire

people who they want to keep as long-term and are more likely to try to prevent burn-out.

The disadvantages of working for a firm this size is that there are fewer openings the
higher you go, so you may hit a ceiling after only a few years until one frees up. These

firms are likely to pay less than the Big Four and there are only so many offices you can
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transfer to for openings, so if you want to stay there for your entire career, you are often

restricted to a certain geographic area.

10 to 50

There are firms of this size in most large cities. A good example of one in Montana is
Junkermier, Clark, Campanella, and Stevens, also known as J.C.C.S. The hierarchy
within a firm like this would be very similar to the 50 to 200 group with largely the same

pros and cons.

Less than 10

Small partnerships or firms are found in most medium to large towns in Montana. These
are often firms that operate with one or two CPAs and some administrative staff. They
may specialize in a variety of things, including, but definitely not limited to: tax, business
planning, estate planning, and small business bookkeeping. The hierarchy in these firms
is usually simple: CPA partners, new CPAs (or new partners), and then administrative

staff.

The advantages to working in a small firm like this is you are more likely to be well
rounded since there is less specialization because there are fewer people to offer a wide
range of services. You may be the specialist in taxes and business planning, for example.
You can often set your own hours and be your own boss or only have to answer to one

person. Your interaction with clients is more likely to be personal and one-on-one.
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The disadvantages of working in a firm this small is that they often do not pay as well,
although they can be more successful than larger firms and pay much better. They can
also restrict you from being able to move since there is the only office belonging to this
firm or partnership. Finally, some people lose their drive when they run out of upward

mobility.

Each firm size has its own advantages and disadvantages. It is up to the individual
professional where they feel they fit the best and what career path they feel like
following. Now that you have an understanding of the different size of firms you can
choose what works best for you. Another aspect of importance is how you dress when

you are headed to these firms.

DRESS AND APPEARANCE

Now that you understand the importance of the size of a firm you select for your career or
internship, you should understand how to dress for success at your new job. Dressing
professionally can be tricky so here I will lay out some basic guidelines and expectations

as well as how these guidelines can be further explained using sociological research.

Women

Women in the business and finance professions face a variety of issues. There are
different dress standards for women than there are for men. Erving Goffman describes

how important impression management is to how others perceive us (Appelrouth &
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Edles, 2008). We work very hard to have nonverbal and verbal actions conducive to
impressing those around us. Goffman refers to the person that we become or the
personality we show when in certain situations as our “front” stage and the person we
become when we relax as the “rear” stage. Often the front that women must have is
different from that which men must have. Most people have heard the derogatory terms
used to explain a woman in management who is too harsh. At the same time a man in that

position is revered for his strength and severity.

For the purpose of this thesis we take the most conservative approach to what is an
acceptable dress code. We take this approach because it is always more acceptable to be
overdressed for work than underdressed. Women have an entirely different wardrobe as
well as different dress guidelines which make it important to explain the difference
between what is allowed for women in contrast to what is allowed for men. There are

several different occasions that can call for different dress.

One ;)f these issues is what to wear to a job, interview or internship. One of the biggest
concerns, with the more recent popularity of piercings, is what jewelry is acceptable. As a
general rule it is acceptable for women to wear a small, single, simple set of earrings. A
nice set of small gold hoops or a set of modest diamond earrings would be appropriate.
Multiple ear piercings, small nose rings, or cartilage piercings are best left out until you
can establish what the specific firm’s policy is. A single stylish necklace, bracelet, watch
or wedding ring is also acceptable. Tattoos are best kept covered up as well as possible

until you know what the policy might be.
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Many women also color their hair. This is acceptable but hair colors should be left a
natural color, whether or not it is your own natural color, and roots should be kept at a
minimum. Hair should also be as tidy as possible, brushed, and polished. If your hair is

like mine and waves and frizzes, it may be best kept pulled back.

A majority of the women I spoke with that either worked with me or at other accounting
firms often stated that they dyed their hair to better match their complexions or to cover
up their gray hair. It was interesting to hear that many of the women in these firms, even
after reaching a higher spot in the organization and dressing more like their male co-

workers, were still concerned with maintaining their female personas.

Women’s business casual has also changed in the recent years although I would still stay
on the cautious side of this. Business casual is similar to what you would wear as a suit,
without the suit coat. There should be no tennis shoes. Also, shirts should generally be
button up and conservative. Skirts should go past the tip of your fingers when your hands
are at your sides, preferably around knee length. Pants should be of tailored fit, when
possible, and should not hang over the backs of your shoes. They should be comfortable,

not too tight nor too loose.

A woman’s suit is very similar to her business casual with a few additions. Shirts should
be button up, long sleeve, with the ability to tuck into your waistband. They should not be
any material through which undergarments can be seen. Since the traditional interview

gear requires a white shirt, I often wear a tank top underneath to help combat this issue.
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Shoes should be matching to your outfit, preferably closed toed and with a heel of no
more than 2”. The same rule applies as business casual when it comes to pants and skirts.
These should be complimented with a matching suit jacket. It should have full sleeves,

buttons and look professional.

I noticed, while doing observations at an accounting firm, is that there are several
clothing factors which seem to affect how a woman is perceived. The higher a woman’s
position inside of the firm, the more like men she seemed to dress. Many of the women
who were in higher positions wore suits and button shirts. The only major difference I
observed between the men and the women’s dress code in the higher levels was that
many of the higher ranking women wore high heels. The lower ranking women were
dressed more casual, often wearing tighter fitting clothes or just polo shirts with their
dress slacks. I observed this over a three month period of time and this seemed to be the

norm.

Another interesting phenomenon in society as well as at work is the influence of weight.
Society is placing more and more emphasis on being skinny, even though society is
actually gaining weight overall. Women are feeling the effects of this more than men in
the employment world though. One study found that women who were overweight, on
average, made $6,710 less than skinner women. Haskins & Ranford (1999) also found
that overweight women are 20% less likely to be married. Men, other the hand, are not
affected by this. Overweight men do not make any less than thinner men and are only

11% less likely to be married (Haskins & Ranford, 1999).
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Women often dress to stress their professionalism and capabilities. They want to look
competent and well groomed with an attention to detail. Their dress helps to increase
their status and how people within their organizations treat and perceive them. Many
women are trying to veer away from the family or mother look they are often assumed to

have.

Men

Men in traditional fields such as accounting should also err on the side of caution when
dressing to impress. Jewelry on men is most acceptable in moderation. Generally, you
wouldn’t want any visible piercing. Also, minimal rings and possibly a nice watch or

necklace would go a long ways towards giving the impression of a professional.

Men’s hair should be short and clean. If dyed, it should be a natural color, regardless of
the wearer’s natural color and roots should also be kept to a minimum. As a general rule
of thumb, three inches of hair or fewer on a man’s head is best. Facial hair should be kept

trimmed and should match the wearer’s hair color.

Business casual for men is generally a button up shirt, dress slacks, and dress shoes. A
nice belt and watch will complement the outfit nicely as well as will a tie, if the event

calls for it.

A suit for men is generally a two piece suit consisting of a dress coat, a button up shirt,

dress slacks, dress shoes and a necktie. The necktie should match or compliment the color
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of the suit and the shirt. The shirt and suit should normally not be the same color, and

should work together. Black, green or gray dress shoes are usually chosen to match the

suit color.

Now that you have read this section you should have a basic understanding of what kind
of attire is expected of you a firm. This should help you when you make a decision of

what to wear.

Men dress to look professional as well but they are trying to conform to an already
existing stereotype for them, not trying to combat an existing and contradictory one.
Often men are assumed to be professionals simply from what is appropriate work apparel

for them and not necessarily their position.

GENDER CONSIDERATIONS: WOMEN IN ACCOUNTING

Women in accounting face the same challenges that women in other male dominated fields
face. There are far fewer women in upper management than men in most accounting firms.
In 2003, 83% of AICPA members that were partners or shareholders were men (Baldiga,
2004). These numbers show that women seem to be screened out as they move up the
management ladder since for the past twenty years women have represented at least 50% of
new CPAs (AICPA, 2011). In 2004, 45% of the people promoted to manager were women.
However, only 38% of people promoted to senior manager were women and 30% of people
promoted to partner were women (Baldiga, 2004). Men still hold the upper positions in

most parts of this field. Most firm presidents are men.
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There is also a significant difference between the social expectations of men and women.
Women are often seen as the caretakers of a family and this does not necessarily change
when they obtain the title professional. In fact, there are some negative effects for women
in financial fields in terms of the money they earn as well as the time they get to spend with
their children. Women who combine the roles of mother and professional often find the
demands from one to be contradictory of another (Gilbert & Elman, 1984). Women in these

positions have managed to create some coping methods as presented next.

Gilbert and Elman (1984) surveyed mothers who were employed full-time, had preschool
aged children, and were married. Women in this study reported having a high degree of
effectiveness in coping with the strain of a dual-career lifestyle. There is a large amount of
gratification that wémen receive from this lifestyle which outweighs the strains that it puts
on the individual. In this study, they found that women adopted coping strategies for
dealing with the conflicts and that husbands, even the most well meaning ones, have a hard
time giving their wives the support they should (Elman & Gilbert, 1984). This research
shows that wives often cannot get around the caretaker role in their own families. Their
husbands may have the best of intentions but find themselves having a hard time breaking

the societal norms that they have been raised with (Hochschild, 2003).

Another study which took place at a financial firm found that men on average worked
53.67 hours per week and had a work-conflict range of 2.7 (1-4 scale)’ while women at the

same firm worked 50.76 hours on average and had a conflict range of 2.8. 80% of the men

3 1 means the least amount of conflict while 4 means the highest amount of conflict.
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interviewed were married with 22% having children younger than six years of age, 32%
having children aged six to fifteen, and 25% had a homemaking spouse. Of the women at
this firm, 64% were married, 14% had children under age six, 23% had children aged six to
fifteen, and none had homemaking spouses. Only 12% of men had primary responsibility
for their child rearing whereas 24% of women did. Men with a homemaking spouse
seemed to enjoy an additional wage premium although the researchers were unsure of why
this was. Men were also looked negatively upon for taking a sick day for their children and
that may have something to do with the fewer male caretakers (Blair-Loy & Wharton,

2004).

This shows that men often have a hard time taking the time they need for shared caretaker
roles and this next study shows that although researchers have shown that men enjoy some
increases in income and life satisfaction from having a housewife, housewives do not seem
as happy (Burke & Weir, 1976). Housewives report more life pressures than working
wives. Housewives report being stuck in a rut, worrying about sickness in the family and
not being able to show the affection they would like to their husbands. Housewives also
reported less actual communication with their husbands than working wives. Working
wives talked to their husbands more than housewives about a variety of things such as
pleasant feelings towards their spouse, feelings about their own personality, feelings about
their spouse’s parents, feelings about their sexual relations with their spouses, and feelings
about the household chores. Housewives only reported talking about activities involving

their children and their feelings about their own work and activities. Working wives also
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expressed more happiness with their marriages and better physical and mental health

(Burke & Weir, 1976).

On the opposing side of this same study is how the husbands feel. Husbands of working
wives reported more concerns about things like being in a rut, money problems, less
communication, and housing problems. Husbands of housewives were more worried about
larger problems, like global warming, and whether their children would measure up to their
expectations. Husbands of working wives did, however, report more communication with
their wives on 14 of the 17 items asked. Husbands of working wives were also less satisfied
with their marriage but, interestingly, reported more perceived agreement and when an
argument arose that it was more likely to be solved by mutual give and take rather than
someone giving in. Husbands of working wives also reported lower mental and physical
well being (Burke & Weir, 1976). This is an interesting contradiction since a woman

working seems to make the woman happy and the man unhappy.

These studies are great for understanding family structures in working households but to
really bring this topic to the forefront of this thesis we might want to look at the accounting
profession itself. In 2010, women accountants and auditors made 74.9% of men auditors
and accountant’s earnings nationwide (Institute for Women’s Policy Research, 2011).
Much of this wage gap is attributed to two main themes: one is that women are still the
primary caregivers for the children in a given household and often their obligations at home
hold them back. Often women are forced to take a “second shift” essentially doing work

which is equivalent to a second job in the form of housework (Hochschild, 2003). A
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woman may work her 40 hours at her job and then come home and work another 40 hours
cooking, cleaning, and taking care of children. This can put strain on a marriage since there
is a noticeable difference between the husband’s chore load and the wife’s (Greenstein,
1995). One study found that women who are of a more traditional mind-set tend to be
stressed with the second shift but not as resentful since they view it as their duty while
more modern minded women tend to feel some marriage strain because they do not agree

with the second shift being the woman’s responsibility (Greenstein, 1995).

Women also make less. There is overwhelming evidence available to support the gender
wage gap. There are many factors that may affect this gap. Bobbitt —Zeher (2007) looks at
how the presence of education affects the wage earnings of college graduates. This study
examined if education can help minimize the gender wage gap. They stated, “The weight of
the empirical evidence suggests lingering inequality, with women earning about 15 percent
less than men early in their careers” (Bobbitt-Zeher, 2007:2). The researcher also claims
that the strongest influence on gender disparities is probably the gender segregation in
college majors and differences in standardized test scores. Two additional schooling-
related factors may contribute to these to a lesser extent. The two other factors are the fact
that only 45% of all professional and doctoral degrees are awarded to women and that
women are less likely to go to selective (or prestigious) schools after high school. This

study agrees with the last in that women with children:

make 10 to 15 percent less than do women without children, and there is a 7 percent

wage penalty for each child that a young woman has. The penalty for having
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children is greater for married women than for nonmarried women. The same
patterns do not hold for men; fathers experience no comparable wage penalty for
their parental status. Furthermore, married men receive higher pay than do

unmarried men, while there is some evidence of a wage disadvantage for married

women. (Bobbitt-Zeher, 2007:4-5)

This study included many different majors but for the purposes of this thesis, we will focus
on the business majors. The business majors is this study were 20% women and 24% men.
Of all the degrees earned by men, 90% of them were bachelor’s degrees, 9% were master’s
degrees, and 1% was professional or doctoral degrees. Out of all the degrees earned by
women 94% of them were bachelor’s degrees, 6% were master’s degrees, and 0% were
professional or doctoral. This study also found that 14% of the gender gap in income is
attributable to field of study. This study also found that “In their mid-20s, college-educated
women make about $4,400 less per year than do men even when they have the same level
of education, college major, cognitive skills, and selectivity of the college from which they

graduated” (Bobbitt-Zeher, 2007:1).

Another possible cause of the gender wage gap is that even though the same study found
59.1% of accountants and auditors are women, this is still a male dominated profession
since most upper management consists of men (Institute for Women’s Policy Research,
2011). This male domination is partially caused by the fact that there is a large amount of

occupational sex segregation in the field of accounting.
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The study, “Enterprise Accountants, Managerial Status and Gender Salaries”, on enterprise
accountants and their salaries in conjunction with their gender had some interesting
findings as well. As expected, enterprise accountants have different salaries for
management versus non-management. Managers in this study do not appear to have any
gender effects in the form of salary discrimination. However, enterprise accountants who
are not managers face significant salary discrimination. This study found that non-
managerial women made approximately $24,000 less per year than their non-managerial

male counterparts (Bird, McCraw, & O’Malley, 2007).

This gender bias and wage gap is a subject that has drawn much attention over the past few
years. Both men and women headed into the fields of accounting should be aware of these

statistics so they can be prepared for the consequences, both positive and negative.
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THE INTERNSHIP

Internships are a broad topic that nearly everyone has heard of in some form or another. We
all know that they are widely advertised on college campuses and that many people
participate in them. What often gets left out is a true understanding of why people do
internships, other than they are told it is “good” for their careers, and what is expected of
them at an internship. In society today there are various television shows that give them a
Hollywood portrayal of internships such as doctors is Grey’s Anatomy and lawyers in
Boston Legal but will their internship really be about getting coffee and working thirty-six
hours straight? What if they are not going to school to be a doctor or lawyer? Then where
do you find material on internships and what to expect specific to your field? This is the
information I wish to disclose here. I also wish to give a sociological analysis of the

internship I partook in.

Business internships must be seen as beneficial or else 92% of business schools would not
boast having internship programs (Knouse & Fontenot, 2008). Internships help to create
credentials at the student level. In this part of this thesis, I intend on explaining an
accounting internship as well as examining the benefits and disadvantages of participation
in such an internship both by research and personal experience. This section will describe
the work environment and interactions experienced at this internship taken from two tax

seasons of observations.
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Introduction

Hours

The hours that I was expected to work at my internship were variable. I was expected to
work at least twenty-five hours per week but could work beyond that if I had the time and
the work was available. On spring break week, student interns were expected to work fifty-
five hours so that they could see what it was like to work a full-time week. This is made
much more interesting by the fact that work day has been increasing steadily. One study
claims that the average American’s work hours increased in one decade by almost a full
week over the course of a year (Kivisto, 2008). The hours you are expected to work in an
accounting firm are indeed demanding. They are very representative of the phenomenon of
the increasing work week. This is often done by employers because it extends their profit
and although I can’t say for certain that this is the reason that accounting firms have started

doing this, it is a reasonable hypothesis.

Intern work was also expected to be done during the day, when the staff was there so they
could speak with the interns if there was something that had been brought to their attention.
These hours were in addition to schoolwork, classes, home demands, and any other jobs
one might have. So you needed to plan not only for extensive hours but for extensive hours

during the day—a unique challenge to college students also taking classes.
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Work Space

The work space I was given was shared with two other interns. The entire floor I worked
on consisted of offices and cubicles. My space was a large cubicle with enough space to
accommodate at least five interns comfortably. The intern area is also shared by a large
staff printer for the upstairs offices and the dumpster used for papers that need to be

shredded.

Each of us was given a computer with dual monitors, a set of writing utensils, their own
desk space and chair, locking cabinets, planner, tax “quick guide”, and some other
reference books which proved helpful. We were also equipped with our own email

accounts, phone, extension, and voicemail so we can be in-tune to the rest of the office.

We each also had a drop box. The drop box is specifically for us to receive tax returns in.
In the evenings the administrative assistants brought around the mail which included new
tax assignments. There was also a shelf above our head where we should’ve placed all tax
returns as they came in and kept those that are waiting for information. It is best to keep
these organized since account administrators may have wanted to look at them while we

were gone.

When we are constantly interacting with each other such as we were in the intern area, we
never had any privacy. This constant interaction required us to keep what Goffman would
call our “front” stage up. We were consistently thinking about what verbal and nonverbal

cues we were giving to those around us as well as how they might interpret those. This
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made it so we did not have time to have our “back” stage up. We could not relax and
simply enjoy the work day without being as concerned about how we were being

interpreted and what signals we were putting off (Appelrouth & Edles, 2007).
Supervisors

Interns are expected to work under the daily supervision of the account administrator
handling the client for whom we are preparing the return. There were eight that I worked
under. These supervisors consisted of various levels of office professionals ranking from
the account managers to company president. The long-term supervisor was the office
manager as well as an assigned trainer who you could ask about things that were not client

specific.

This hierarchy made it so I could observe first hand in a bureaucratic system. The firm I
worked in had a very well defined hierarchy which made it easy to find who had the

expertise and authority to give advice on certain matters.
Organizational structure

The organizational structure that I worked within was a largely male-dominated structure.
There were no employees who were obviously a minority. The office I worked at was well
staffed and had only white men and women. In the hierarchy here, we had the president of
the firm, the office manager, the shareholders, the account managers, the associates, and the

para-professionals. We will begin with the lower levels of the office and look at what sex is
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in the majority. There were four para-professionals which were all women. There were
seventeen associates, of which 13 were women. There were three account managers, of
which one was a woman. There were three shareholders plus the president and the office
manager. All five of these people were men. In this one office alone we can see what was
mentioned earlier. Although there were more women over all (18 out of the total 29), they
were in the lower positions of the hierarchy and were non-existent in the highest level of

the firm.

Sociology can help explain how hierarchal structures hold specific meanings for both men
and women. People in an advantageous location within a power structure have real and
symbolic pay-offs. These people in leadership positions can give more rewards to their
subordinates and they may have more claims over the resources of the organization than
those who are below them in the organizational structure. This means that this given person
can back up their promises and threats because they either have close contact and good
relations with other power-holders in the system and an advantageous location in the
opportunity and favorable mobility prospects. The first gives power on the assumption of
present connections and the second gives power because of more status expectations for

later (Kanter, 1976).

Women are currently disadvantaged on both counts within the hierarchy. They are less
likely to act like they have power and are less likely to be perceived like they have power.

Women may also be less effective because of their rarity and singularity. The simple act of
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being the only female in an authority position may actually undermine that authority which

may help explain the upper management here being mostly men.

The Work

Time Allotment

Every tax return started with a client filling out an organizer which is a packet of necessary
information to do their tax return. From here the organizer would go either from the mail
room or the account administrator to the secretary. She would then assign it to an individual
intern with a certain time allotment. This allotment was based upon how long it took an
intern to complete the tax return in the prior year. These returns would then be dropped in
your in basket at your desk and you would record them in the order in which they came in.
They were done in a first in, first out fashion unless a rush return came through or more

information was needed and you needed to wait on that information from the client.

Feedback

If all the information you needed for a given return was present, you would prepare it and
then turn it into the account administrator. The account administrator would then check
your work and either sign off on it to go to the IRS or send it back to you with comments.
The comments usually came in the form of sheets of paper attached to the return stating

what needed to be changed. If a particular issue was especially difficult they may leave you
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anote to come talk to them in person. In addition to this, weekly meetings were held with

the office manager to go over progress and any issues that needed to be discussed.
The Rewards
Experience

An accounting internship does not just give you job experience. It gives you experience
working in a typical team environment, commonly found in accounting firms. It gives you
experience working with a Variety of supervisors as well. Another important benefit is that
you can earn experience towards your CPA certification. Earlier we mentioned that you
need 2000 hours to acquire your full license to practice. The hours at your internship will
count towards this if your internship supervisor agrees to it. This could help give you a leg
up when you are competing for jobs later. Students with internship experience are often
given an edge in the competitive job market even if it is not with the place the internship
took place. Researchers found that this is because recruiters often look at the experience a
given student has and that internships count towards an important piece of that experience

(Knouse & Fontenot, 2008).

Job experience has been found to positively affect firm recruiting decisions within its own
structure. Students with non-accounting experience were viewed higher than students with
no job experience but students with accounting related experience were ranked even higher

than those with non-accounting experience (Mauldin, Zachary, & Morris, 2006). The



39
experience can also help you learn the information better so that you could potentially do

better on the CPA review.

This experience may help you make decisions about the profession itself. Maybe you will
discover where you want to specialize. In the first section we discuss the massive amounts
of requirements that there are to become a CPA You may decide after an internship that
you do not wish to pursue a CPA licensure or maybe you discover that while you want to
be a CPA, you also want to be a Certified Fraud Examiner. This may help you when it
becomes decision time for taking the exam. You also have the experience within your
specific firm to know if it is worth the $1,000 to get your CPA as well as whether or not the
firm you are interning for will reimburse you for passing the exam and then coming to
work for them. This can help defray costs but not all firms do this. It is something you

would learn with your inside experience within the firm.

Professional Relationships

Networking is an important part of employment. Many job opportunities come from who
you know. At an internship you will be working with many people. Who you know will
become very important for a possible mentor-protégé situation. An internship may be the
perfect time to find a mentor. Women often have a harder time finding and fostering these
relationships because often women are not seen as the best protégé (Eitzen et al, 2010).
You can fight this by being aware of it and going the extra mile to obtain that mentorship.

An internship will also give you time to network with some of the people you work with.
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An internship is a smorgasbord of chances to form new business relationships and in order
to form these you should get business cards, book lunches with people who impress you,
make contacts that you could keep throughout your entire career (AICPA, N.D.). One study
found that the importance of mentors and networking is increased for women. This study
examined how people obtained the job they did and 41% of the women in the study who
found jobs in male dominated fields found those jobs through networking with someone

who had the power to hire (Hanson & Pratt, 1991).

This is especially easy in a medium sized firm where you will get one on one interaction
with most of the firm’s staff. These people could give you recommendations for another
job, help you hone your skills in a particular area, and serve as important relationships
throughout your profeséional career. They may offer additional information on areas you
are interested in and first-hand knowledge of what certifications and professional

organizations are beneficial to where you want to go.
Prospective Job Opportunities

Prospective job opportunities are just as important as the networking discussed above.
More importantly though, if you impress the company you work for they may offer to hire
you over other candidates because they know you and they were able to test drive your skill
set out. They may also offer you a job after the internship without you having to apply
again because they may be that impressed or excited to have you as a team member.

Internships are like an extended interview. Amanda Brown, a recruiter at the Big Four firm
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KPMG was quoted saying, “our internship program is our main pipeline for full time hires”

(AICPA,N.D.:1).
The Negatives
Time

Internships are a large time commitment, much like a full-time job. Although the internship
I'took part in only required 25 hours per week from me in time at the work site, there were
many other time consuming processes that went into interning. First, there is commuting
time. If you are in an internship that takes place off campus you have to commute back and
forth. Second, there is the time you take to make yourself meet the guidelines discussed in
the Dress and Appearance section above. If you are a woman you may have to start

wearing make-up to help you make a positive impression.

One study which focused on speakers negotiating their relative positions on the basis of
status characteristics found that people accommodate others on the basis of status
characteristics. Haas & Gregory’s (2005) study found that women whose appearance
satisfies gender-normative expectations, including those of beauty, are evaluated in
appositive manner, even in work and leadership contexts. Motivations that we have to be
attractive are tied to both gender expectations and status. When women associate with
those that find them attractive, positive interactive contexts elicit increased sociability
(Haas & Gregory, 2005). This may give you reason to be more concerned with looks than

usual since you trying to obtain a status and become someone they want to hire.
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Men may suddenly have to start spending time keeping trim and neat facial hair. Shaving
can take extra time you may not have had to dedicate when you were just a student.
Wardrobes also require time. You have to match your business casual or three suits, polish
your shoes, and possibly spend time and money on a dry cleaning service. Not to mention

the time purchasing the clothes and then having them tailored to look the best on you.

Energy

All the things that can take up your time at an internship can take up your energy too. Many
interns start out overzealous and set high standards for themselves. High standards are a
great thing but you should not expect perfection from yourself on your first assignment.
You do not want the energy drain if your assignment is not perfect and you find yourself
disappointed. It is much better to have it turn out better than expected than set your
expectations too high. Remember, the people who are overlooking your documents have
been doing it for years longer than you have. The overall drain without any disappointment
is often the hardest thing to overcome. You will need to spend the energy to get to know
the people you work for and what they expect from you. Some people may prefer
communication via phone, while some prefer email, and others may prefer personal

communication.

Stress

Many people have a hard time with the stress of an internship. Internships can be very

stressful, especially those like I am describing, a tax internship. You often have a lot of
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assignments and what feels like very little time to do them. The files will often pile up on
your desk and you might get two done in one day just to find six more have come in. There
is also the potential for juggling school work, classes, commuting, a possible dry cleaner,
and any family/social life you have while taking part in this internship and all those things
can be stressful. The best way I found to manage this is to break up your work into small
chunks with a goal to finish a specific amount a day and then to leave without

overextending yourself.
CONCLUSION

The road to becoming an accountant is a long and difficult one. Having a firm help you
may eliminate a lot of the costs and concerns expressed in the first part of this thesis. These
come at the price of your time, your energy and your dedication. There may be other
factors to take into consideration such as how you feel about entering into a profession that
seems to embrace the increasing work week as well as what kind of family life you would
like to pursue when you choose a firm or specialty. It is proven that to be successful both
men and women will need to dress up for daily internships. These internships may lead to
job opportunities and relationships that one can utilize to better their career. As wé have
seen in this thesis these networks are increasingly important for finding a job, especially for
women in a male-dominated occupation such as accounting. This thesis is meant to show
you all the difficulties in becoming an accountant, what the advantages and disadvantages

of an internship are, and how it can help further your career. This thesis also should have
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helped you to understand the social issues and challenges facing the work force today as

well as those facing the business professional, both in the office and at home.
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