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Abstract
The value of voluntary certification involves the perception of certification by both the
hiring manager and the certified employee. Several studies have focused on the value of
certification from the employee’s perspective; however, few have looked at certification
through the lens of the hiring manager. The purpose of this quantitative, non-
experimental study was to assess the correlation, if any, between hiring managers’ self-
reported value of accounting paraprofessional certification hiring signals (knowledge,
commitment, practice standard and professional commitment) to hiring managers’ self-
reported view regarding certified candidates receiving a preferred hiring status (increases
marketability). The Perceived Value of Certification Tool (PVCT®), which was
originally developed for use in determining the perceived value of nursing certification
by the Competency and Credentialing Institute (CCI) (Gaberson, Schroeter, Killen, &
Valentine, 2003), was used to collect data for this research. Descriptive statistics of
median, interquartile range, frequency, and percentage of agreement were completed for
the value statements examined in this study. The non-parametric correlation of
Spearman’s rho was also utilized to identify the relationship between the four
independent variables (knowledge, competence, practice standard and professional
commitment) and marketability. Of the 95 Accounting Paraprofessional Hiring Manager
respondents who completed the PVCT®© survey, the findings of this study indicated a
overall, moderate, positive correlation between the value statements of validates
knowledge, indicates level of accounting competence, indicates attainment of practice
standard and provides evidence of professional commitment to a preferred hiring status

(increases marketability).
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CHAPTER 1. INTRODUCTION
Introduction to the Problem

The value of voluntary certification involves the perception of certification by
both the hiring manager and the certified employee. The more hiring managers and
employees recognize the value a particular certification, the more willing each will be to
invest in the process (Wiley, 1995). Several studies have focused on the value of
certification from the employee’s perspective; however, few have looked at certification
through the lens of the hiring manager. Regardless of an employee’s perceived value of
certification, hiring managers are the ones who controls the gateway to employment.
Wiley (1995) proposed that certification’s sought strictly to enhance one’s image will not
last. If hiring managers do not place value on a particular certification, eventually fewer
people will participate in the certification process (Ellis, 2015; Gaberson et al., 2003);
and over time, the certification’s value will decrease (Wiley, 1995).

The study of certification from the hiring manager’s perspective is still in its
infancy and research in the field of accounting paraprofessional certification, from the
hiring manager’s viewpoint, is non-existent. Further examination is warranted regarding
the value hiring managers’ place on accounting paraprofessional certification as a signal
for employment. This study sought to add to the existing body of general certification
knowledge by exploring the hiring manager’s perspective of certification for the field of

accounting paraprofessionals. The focus of this study was to explore the correlation, if
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any, between hiring managers’ self-reported certification value statements that had
previously been found to have a high percentage of employer agreement (Bekemeier,
2007; Byrne, Valentine, & Carter, 2004; Sechrist & Berlin, 2006). More specifically, the
correlation between the following certification value statements was explored: (1) hiring
managers’ self-reported value of accounting paraprofessional certification as a hiring
signal that validates the certified candidate’s specialized knowledge, and hiring
managers’ self-reported opinion regarding preferred hiring status (increases
marketability) for certified candidates, (2) hiring managers’ self-reported value of
accounting paraprofessional certification as a hiring signal that indicates the certified
candidate’s level of accounting competence, and hiring managers’ self-reported opinion
regarding preferred hiring status (increases marketability) for certified candidates, (3)
hiring managers’ self-reported value of accounting paraprofessional certification as a
hiring signal that indicates the certified candidate’s attainment of a practice standard, and
hiring managers’ self-reported opinion regarding preferred hiring status (increases
marketability) for certified candidates, and (4) hiring managers’ self-reported value of
accounting paraprofessional certification as a hiring signal that indicates the certified
candidate’s level of professional commitment, and hiring managers’ self-reported opinion
preferred hiring status (increases marketability) for certified candidates.

The relevance of this study to the field of organization and management includes
all those involved in the certification value chain. The certification value chain includes:
(1) hiring managers of accounting paraprofessionals, (2) prospective certification
candidates, (3) certified employees, (4) certifying agencies, (5) academic institutions,

(6) hiring managers in other fields, and (7) future researchers. Future voluntary

2
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certification studies, both within and outside of the field of accounting paraprofessionals,
may find the results of this research useful to further explore certification as a way to
recruit the best talent (Compton, 2000; Gaberson et al., 2003; Phillips, 2004; Wiley,

1995).

Background of the Study

Over the years, many professional accountants have earned certifications as either
a requirement for gaining access to employment or in the case of voluntary certification,
as a way to increase his or her employability and earning potential (Hutchinson &
Fleischman, 2003). For example, the designation CPA (Certified Public Accountant) is a
form of mandatory, professional certification. The CPA designation is also known as
licensure, and is regulated at the state level, by a governing board. Obtaining the CPA
credential is a requirement for gaining professional access to employment in the field of
public accounting, within the jurisdiction of the issuing state (American Institute of
Certified Public Accountants, 2016).

The field of accounting also offers various voluntary certifications. Examples of
voluntary certifications available for individuals working in professional accounting
positions include, the Certified Management Accountants (CMA) (Institute of
Management Accountants, 2015), the Certified Internal Auditor (CIA) (Institute of
Internal Auditors, 2016), and the Certified Fraud Examiner (CFE) (Association of Fraud
Examiners, 2016). Simiarly, accounting paraprofessionals have access to voluntary
certifications, such as the Bookkeeper Certification (National Bookeepers Assocation,
2016a), Certified Bookkeeper (CB) (American Institute of Professional Bookkeepers,

3
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2007), Fundamental Payroll Certification (American Payroll Association, 2015a),
Certified Payroll Professional (American Payroll Assocation, 2015b), Payroll
Certification (National Bookeepers Association, 2016b), QuickBooks User Certification
(Certiport, 2016a), QuickBooks Certification (National Bookkeepers Association,
2016c¢), QuickBooks Online Certification, (National Bookkeepers Association, 2016d),
Tax Certification (National Bookkeepers Association, 2016e) and Microsoft Office
Specialist Exel Certification (Certiport, 2016b). Other voluntary accounting
certifications can be held by both professional and paraprofessional accounting
personnel, including the Accredited Business Accountant/Advisor (ABA) (Accreditation
Council for Accountancy and Taxation, 2016a), Accredited Tax Advisor (ATA)
(Accreditation Council for Accountancy and Taxation, 2016b), and the Accredited Tax
Preparer (ATP) (Accreditation Council for Accountancy and Taxation, 2016c). While
there are many types of certifications in the field of accounting, this study focused on
voluntary certifications involving accounting paraprofessionals.

In other occupational fields, (e.g., automotive mechanics, construction, human
resource management, information technology, translation/interpretation, health
information technicians, information security certification, nursing, records management,
research administrators, strategic management) voluntary certification is a way for
applicants to demonstrate to hiring managers that their skills and knowledge meet
expected standards. Certification helps to differentiate prospective candidates from each
other (Serbin & Jensen, 2013). Voluntary certification is a way for individuals to: (1)
increase creditability within their current organizations; (2) increase creditability with the
public; and/or (3) improve prospective career advancement opportunities, including

4
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earning potential (Bekemeier, 2007; Budin, Krajcso, & Lommel, 2013; Cary, 2001;
Chan, 2013; Ellis, 2015; Gaberson et al., 2003; Gleghorn & Gordon, 2012; Phillips,
2004; Roberts, 2005; Rogers, T. J., 2014; Wierschem, Zhang, & Johnston, 2010; Wiley,
1995). At times, employers may even require certain types of certification, as a condition
of employment. For the purpose of this study, employer required certifications are
considered involuntary certification. The term certification is a reference to voluntary
certification unless otherwise explicitly stated.

Certified individuals’ perceived value of a particular certification is important, but
ultimately the true value of certification depends on the hiring manager having the same
perception. Since hiring managers are the gatekeepers to employment, it is important that
the hiring manager’s, the certified employee’s and the certifying agency’s perception of
certification aligns. Certifications pursued strictly to enhance an employee’s image are
unsustainable (Wiley, 1995). If hiring managers do not value a particular certification,
fewer individuals will seek the certification (Ellis, 2015; Gaberson et al., 2003) and over
time, the certification will lose value (Wiley, 1995). Ultimately hiring managers’
perception toward the value of certification is a vital component to the success of any
certification program.

In today’s uncertain and competitive environment, more and more organizations
are using accounting paraprofessionals as part of their organizational strategies. In
particular, public accounting firms are using accounting paraprofessionals to help ease
the shortage of professional accountants and to reduce costs of completing routine
activities (Compton, 1980, 2000). Because many accounting paraprofessionals have
limited formal education or training in the field (U. S. Department of Labor, Bureau of

5
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Labor Statistics, 2013), and often learn what they know on-the-job, hiring managers need
a method of determining technical knowledge and skills during the selection process.
Hiring the most qualified individuals can help enhance a firm’s human capital asset as
well as complement the firm’s strategic competitive advantage (Compton, 2000).
Certification is one tool that provides objective evidence or a signal about a prospective
employee’s expertise (Bricker, 2015; McNeely, Shonka, Pardee, & Nicol, 2015; Phillips,

2004; Serbin & Jensen, 2013).

Statement of the Problem

The value of accounting paraprofessional certification from the perception of
hiring managers is unknown. Only limited research exists in other fields regarding the
value of employee certification from the employer’s perspective (Wierschem al.et.,
2010). The mixed conclusions available to date have provided less than convincing
evidence that voluntary employee certification holds any significant value to hiring
managers (DeNisi, 2012; Garza & Morgeson, 2012; Gleghorn & Gordon, 2012; Hsu &
Yancey, 2015; McNeely et al,, 2015). Therefore, this study looked at the value of
accounting paraprofessional certification from the hiring manager’s perspective, using a
scholarly lens.

Currently, research regarding the accounting paraprofessional field of study is
limited (Compton, 1980, 2000). Consequently, the lack of research in this field of study
explains why a theoretical gap in knowledge exists. Considering the expected 15%
growth in demand for accounting paraprofessionals through the year 2020 (U. S.
Department of Labor, Bureau of Labor Statistics, 2013), and the fact that CPA firms, in

6
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particular, continue to hire paraprofessionals to do entry-level, routine tasks as part of
their human capital competitive strategies (e.g., reducing costs and filling the shortage of
professional entry-level accountants); hiring the most qualified accounting
paraprofessional is important to employers (Compton, 2000). The perceived value of
accounting paraprofessional certification, through the lens of hiring manager — the
gatekeepers to employment — is important to all the stakeholders in the certification
process. Prospective certification candidates, certified employees, certifying agencies,
academia, hiring managers of accounting paraprofessionals, future researchers and
competing organizations can all benefit from a better understanding of how hiring
managers’ perception of accounting paraprofessional certification translates into a
preferred hiring status (increases marketability) for certified candidates (Wierschem et
al., 2010).

Certification is typically a financial investment for the employee and requires a
high level of personal commitment to the process (Hsu & Yancey, 2015; McNeely et al.,
2015). It is important for the potential certification candidate to understand if the
investment and efforts involved in pursuing certification is worthwhile. From an
employer’s perspective, hiring certified employees can be a potential competitive
advantage when this human capital investment is valued and leveraged appropriately
(Wiley, 1995). Understanding the extrinsic value of accounting paraprofessional
certification, in terms of marketability through the lens of the hiring manager, can help
the potential certified candidate recognize the possible return on investment upon

completing the certification process. Additionally, hiring managers can gain further
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insight into how certification may be a signal to identify the most qualified candidates
(Bricker, 2015; Karasek & Bryant, 2012).

Spence (1973) suggested that hiring managers have a variety of factors or signals
they can use when making hiring decisions. Hiring managers cannot truly distinguish
between a qualified or unqualified applicant during the hiring process and must rely on
other available and observable personal “characteristics and attributes” (Spence, 1973, p.
357). To avoid hiring the wrong individual for the job, hiring managers can use signals
as part of the hiring process (Albrecht & Van Ours, 2006; Bartlett, 2012; Bricker, 2015;
Karasek & Bryant, 2012; Serbin & Jensen, 2013; Spence, 1973).

Prior research has discussed several hiring signals, including education,
experience, personal characteristics and a variety of other recognizable factors (Spence,
1973). Certification as a hiring signal, while not specifically addressed by Spence
(1973), was discussed in more recent literature as a reliable signal that hiring managers
can use to identify a job candidate’s degree of knowledge, competency, attainment of
prescribed standards and/or professional commitment (Bartlett, 2012; Bricke, 2015; Cary,
2001, Cegielski, Rebman, & Reithel, 2003; Fertig, 2011; Hutchinson & Fleischman,
2003; Lester, Fertig, & Dwyer, 2011; Phillips, 2004; Wiley, 1995). Fertig (2011)
discussed in detail how certification indicates if job candidates possess the preferred job
knowledge and skills required for a position.

Certification research to date has been heavily focused on the certified candidate’s
perception of certification from an intrinsic or personal view (e.g., professional growth,
job satisfaction, personal satisfaction, and perceived recognition) (Bekemeier, 2007;
Bruce & Sauer, 2008; Byrne et al., 2004; Ellis, 2015; Fox, 2010; Gaberson et al., 2003;

8
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Messmer, Hill-Rodriguez, Williams, Ernst, & Tahmooressi, 2011; Niebuhr & Biel, 2007,
Richardson, 2015; Sechrist, Valentine, & Berlin, 2006). Certification has also been
examined from the viewpoint of job skills and education (Wierschem et al., 2010). While
existing research provides limited insight into the value of certification from an
employee’s perspective; it lacks empirical evidence to support the value hiring managers’
place on certification (Bekemeier, 2007; Byrne et al., 2004; Sechrist et al., 2006; Wiley,
1995). Additionally, little evidence exists to support the value, hiring managers’ may
place on certification in relationship to a preferred hiring status (e.g., increased
marketability) or higher wages for the certified candidate. Consequently, individuals
may be seeking or obtaining certification(s) that have little extrinsic value (e.qg., preferred
hiring status, higher wages) (Lengnick-Hall & Aguinis, 2012).

On the surface, certification appears to be a useful screening tool that hiring
managers can use during the hiring process because it: (1) defines a minimum set of
knowledge and skills that the certified candidate can demonstrate he or she has obtained,
and (2) is thought to increase the probability that the hiring manager will make a good
investment by selecting the best employee for the job (Wiley, 1995). Jarrar (2002)
proposed it is important for hiring managers to “recruit the best people” (p. 327). Some
hiring managers mistakenly believe this means they can hire top talent based on intuition
(Lodato, Highhouse, & Brooks, 2011). “Intuition-based” hiring (Lodato et al., 2011, p.
360) is limited by the hiring manager’s judgement; therefore, hiring managers need a
more concrete way to identify the most qualified candidates. Certification is a way for

hiring managers to validate an employee’s expertise (Bricker, 2015; Knapp & Naughton,
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2010), and it can mean more employment marketability and higher earning potential for
the certified candidate (Coe & Delaney, 2008; Hutchinson & Fleischman, 2003).

Touted by certifying organizations as a way for individuals to demonstrate their
knowledge and skills to potential employers; certification can also create more
opportunities for advancement on the job (Coppage, Lockard, & French, 2012). From an
organizational viewpoint, some certification studies have suggested that certification
functions as an independent validation system regarding the knowledge and skills the
employee brings to the organization. This validation in turn can act as a signal to hiring
managers who desire hiring the best talent (Compton, 2000; Gaberson et al., 2003; Jarrar,
2002: Knapp & Naughton, 2010; Phillips, 2004; Wiley, 1995) as well as identify
candidates for future advancement opportunities (Coppage et al., 2012; Gleghorn &
Gordon, 2012).

Certification is thought to imply that certified candidates are competent in their
fields; therefore, certification should be a reliable signal of competency to employers
(Fertig, 2011). However, the role of certification as a hiring signal to date is still not
clear. Evidence exists that certification “plays a role in the hiring decision” with regard
to signaling “technical competence” (Wierschem et al., 2010, p. 92). The exact role
involved and whether this role applies across disciplines is uncertain. Some studies have
proposed that an individual’s competence should reflect skills required for the job and the
certified candidate’s experience (Gilley & Galbraith, 1986). Identifying certification as a
signal of competence would indicate the certified candidate adheres to “professional
standards ” (Hutchinson & Fleischman, 2003, p. 48). In the nursing profession, Williams
and Counts (2013) tout certification as a “pathway to excellence” (p. 207); however, their

10
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philosophy may not cross over to other fields of study or professions. The value of
certification appears to involve, in part, the worth each hiring manager places on the
credential; although, more empirical evidence is needed (Wiley, 1995).

Besides earning certifications, certified candidates also need to maintain their
credentials. Maintaining certifications can require that certified employees complete
some type of continuing education. Employees who regularly update their skills by
completing the continuing education requirements of certification send an on-going
signal to their employers, or future employers, that the certified candidate’s human
capital assets are up-to-date (Davenport, 2006). A perception exists that certified
individuals, who maintain their credentials through continuing education activities, have
a higher level of professional commitment (Davenport, 2006; Fertig, 2011; Hsu &
Yancey, 2015). Professional commitment or “occupational commitment” as described by
Fertig (2011, p. 120) is one of the positive signaling aspect associated with certification.
Fertig (2011) recommended further exploration of the relationship between professional
commitment and certification in future research.

Organizations who hire certified candidates, in order to capitalize on the
candidate’s increased level of commitment, may do so as a way to achieve a long-term,
competitive advantage (Davenport, 2006). Understanding the correlation between hiring
managers’ perception regarding certification as a signal of the certified candidate’s

professional commitment and a hiring manager’s perception toward an increased
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marketability for the candidate, may provide initial insight into the role certification can
have toward identifying prospective employees who can support the firm’s long-term,

competitive strategy (Coppage et al., 2012).

Purpose of the Study

The purpose of this quantitative, non-experimental, exploratory study was to
assess the correlation, if any, between hiring managers’ self-reported value of accounting
paraprofessional certification hiring signals, and hiring managers’ self-reported view
regarding certified candidates receiving a preferred hiring status (increases
marketability). More specifically, this study explored the correlation between four
specific hiring signals identified in prior research: (1) knowledge, (2) competence, (3)
practice standard, and (4) professional commitment, to hiring managers’ self-reported
view regarding certified candidates receiving a preferred hiring status (increases
marketability) (Coe & Delaney, 2008; Compton, 2000; Coppage et al., 2012; Davenport,
2006; Fertig, 2011; Gaberson et al., 2003; Gilly & Galbraith 1986; Hutchinson &
Fleischman, 2003; Phillips, 2004; Roberts, 2005; Wiley, 1995; Wierschem et al., 2010).

Considering the expected growth in demand for accounting paraprofessionals
through the year 2020 (U.S. Department of Labor, Bureau of Labor Statistics, 2013) and
the fact that organizations, in particular CPA firms, continue to hire paraprofessionals to
do entry-level, routine tasks as part of their human capital competitive strategies; hiring
the most qualified accounting paraprofessional is important to employers (Compton,
2000). The study of certification from the hiring manager’s perspective is still in its
infancy and no known research exists in the field of accounting paraprofessionals.

12
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Further examination regarding the value of accounting paraprofessional certification from
the hiring manager’s perspective was needed

The results of this study added to the general body of certification knowledge in
order to provide further clarification about the value of voluntary certification as a hiring
signal in correlation to a preferred hiring status (increases marketability). This study
added to the general body of certification knowledge, as well as the accounting
paraprofessional field of study, regarding hiring managers’ view of certification as a (1)
indicator that validates specialized knowledge; (2) indicator of a level of accounting
competence; (3) indicator of an attainment of a practice standard; and/or (4) evidence of
professional commitment; in correlation to hiring managers’ willingness to provide

certified candidates a preferred hiring status (increases marketability).

Rationale

The rationale for this study was based on this researcher’s desire to narrow the
theoretical gap in knowledge about hiring managers’ perceived value of accounting
paraprofessional certification, in particular the correlation, if any, between hiring
managers’ self-reported value of accounting paraprofessional certification hiring signals
identified in prior research: (1) knowledge, (2) competence, (3) practice standard (Coe &
Delaney, 2008; Compton, 2000; Coppage et al., 2012; Davenport, 2006; Fertig, 2011;
Gaberson et al., 2003; Gilly & Galbraith 1986; Hutchinson & Fleischman, 2003; Phillips,
2004; Roberts, 2005; Wiley, 1995; Wierschem et al., 2010). Numerous certification
theories presented in past research appeared logical, but lacked consistent, empirical

evidence to support if the value of certification from the hiring manager’s perspective
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actually existed (Bekemeier, 2007; Byrne et al., 2004; Lengnick-Hall & Aguinis, 2012;
Lester et al., 2011; Roberts, 2005; Sechrist et al., 2006; Wierschem et al., 2010). No
scholarly research regarding the value of accounting paraprofessional certification from
the hiring manager’s viewpoint existed, which is problematic considering the expected
growth in this occupation’s demand through the year 2020 (U.S. Department of Labor,
Bureau of Labor Statistics, 2013). Therefore, future examination of accounting
paraprofessional certification from the hiring manager’s perspective was warranted.
Furthermore, given the fact that the hiring managers are the gatekeepers to employment,
the value these mangers place on certification can affect the entire accounting

paraprofessional, value chain.

Research Questions

Primary Research Question: What is the correlation, if any, between hiring
managers’ self-reported value of key accounting paraprofessional certification hiring
signals (knowledge, competence, practice standard, professional commitment), and hiring
managers’ self-reported opinion toward a preferred hiring status (increases marketability)
for certified candidates?

Sub-Q1: What is the correlation, if any, between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal, that validates the
certified candidates’ specialized knowledge, and hiring managers’ self-reported opinion

toward a preferred hiring status (increases marketability) for certified candidates?
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Sub-Q2: What is the correlation, if any, between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal that indicates the
certified candidates’ level of accounting competence, and hiring managers’ self-reported
opinion toward preferred hiring status (increases marketability) for certified candidates?

Sub-Q3: What is the correlation, if any, between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal, that indicates the
certified candidates’ attainment of a practice standard, and hiring managers’ self-reported
opinion toward preferred hiring status (increases marketability) for certified candidates?

Sub-Q4: What is the correlation, if any, between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal, that provides
evidence of the certified candidates’ professional commitment, and hiring managers’ self-
reported opinion toward preferred hiring status (increases marketability) for certified

candidates?

Significance of the Study

This study was deemed signficant as it sought to add to the existing body of
certification knowledge by identifying the correlation of certification hiring signals to a
preferred hiring status from yet another field of study (i.e., accounting paraprofessionals).
The research was also relevant to the field of organization and management, as the results
may have a future impact on an organization’s strategic planning with regard to the
human capital recruited, promoted, invested in and retained (Albrecht & Van Ours, 2006;
Coppage et al., 2012; Fertig, 2011; Gleghorn & Gordon, 2012; Hollenbeck & Jamieson,
2015; Jarrar, 2002; Knapp & Naughton, 2010; Wiley, 1995). This study also provided
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various certification stakeholders an enhanced awareness about hiring managers’
perceptions regarding accounting paraprofessional certification, as hiring managers are
the gatekeepers to employment and the value they place on this type of certification could
affect the entire accounting paraprofessional value chain. Wilkens (2013) found that
individual attitudes toward certification were highly influential when it came to students
pursuing certification; therefore, hiring managers’ attitudes toward certification could
similarly have some type of influence over the hiring process.

The immediate practical applications of this study involve those who hire
accounting paraprofessionals, existing and future certifying bodies, employers in other
fields, and future researchers who may want to use this study’s results to further explore
certification as a way for organizations to recruit the best talent (Compton, 2000;
Gaberson et al., 2003; Phillips, 2004; Wiley, 1995). Gramling & Myers (1997) proposed
that examining various voluntary certification programs provides an enhanced
understanding, in general, about the factors behind why individuals pursue and obtain
certification(s). Whetten (as cited in Fertig, 2011, p. 123) concurred, stating researchers
should take a broader view during the study of certification by examining results across
various types of certifications.

This study found a correlation between hiring managers’ value of the accounting
paraprofessional certification hiring signals of knowledge, competence, practice standard
and professional commitment compared to a preferred hiring status (increases
marketability). Therefore, the results of this study provided a valuable foundation for

future research to view accounting paraprofessionals through a more specialized,
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professional lens. Compton (1980) suggested that qualified, competent paraprofessionals

provide the best support for the professional accounting staff and the organization.

Definition of Terms

Accounting Paraprofessional. According to Merriam-Webster
(Paraprofessional, 2015), a paraprofessional is a “trained aide who assists a professional
person”. An accounting paraprofessional is an individual with some training in
accounting (e.g., formal, informal), who performs routine accounting tasks under the
supervision of a professional accountant or employer. Accounting paraprofessionals are
often referred to as bookkeepers or accounting clerks (Compton, 1980; Compton, 2000).

Accredited Business Accountant/Advisor (ABA). A voluntary professional
accounting credential that demonstrates proficiency in financial and managerial
accounting, reporting, financial statement preparation, taxation, business law and ethics.
This credential focuses on individuals who work with small-to-medium-sized
organization. (Accreditation Council for Accountancy and Taxation, 2016a).

Accredited Tax Advisor (ATA). A voluntary professional accounting tax
credential for practitioners who are involved in complex tax planning activities (e.g.,
planning, consulting, preparation). (Accreditation Council for Accountancy and Taxation,
2016b).

Accredited Tax Preparer (ATP). A voluntary credential for tax preparers.
(Accreditation Council for Accountancy and Taxation, 2016c).

Bookkeeper Certification. A voluntary accounting paraprofessional certification
that validates knowledge and skills utilized by bookkeepers. Individuals earn this type of
certification by passing a standardized exam. (National Bookkeepers Association, 2016a).

Certified Management Accountant (CMA). A voluntary professional credential
for accounting professionals who work in industry. (Institute of Management
Accountants, 2015).

Certified Public Accountant (CPA). A professional accountant licensed by a

state board to practice public accounting (American Institute of Certified Public
Accountants, 2016).
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Certification. The term certification can hold a wide variety of meanings. For
the purpose of this study, certification refers to a voluntary process of obtaining
recognition from a third-party organization that verifies individual competencies (e.qg.,
knowledge, skills, ability) to perform a specific job according to predetermined industry
standards (Ewert & Kominski, 2014; Wiley, 1995).

Certified Candidate. For the purpose of this study, a certified candidate is an
individual who holds a voluntary certification, rather than licensure or involuntary
certification (e.g., certification mandated for employment).

Certified Fraud Examiner (CFE). A voluntary certification for anti-fraud
professionals. (Association of Certified Fraud Examiners, 2016).

Certified Internal Auditor (CIA). A voluntary professional certification for
internal auditors in the field of accounting. (Institute of Internal Auditors, 2016).

Certified Payroll Professional (CPP). A certification for entry-level payroll
service and support personnel, with basic payroll knowledge. Work experience is not a
requirement for this certification. (American Payroll Association, 2015).

Chartered Global Management Accountant (CGMA). A voluntary
professional, global accounting designation for management accountants. (American
Institute of Certified Public Accountants, 2016).

Competence. For the purpose of this study, competence is defined as a
combination of intelligence, knowledge and skills at a high level of proficiency
(Bekemeier, 2007; Byrne et al., 2004; Cary, 2001; Gaberson et al., 2003; Messmer et al.,
2011; Niebuhr & Biel, 2007; Sechrist & Berlin, 2006; Sechrist et al., 2006). In this study
the term competence refers to a high level of proficiency for these combined attributes in
the area of accounting. Hiring managers’ responses to PVCT®O Value Statement 2
(indicates level of accounting competence) was used to measure this variable.

Education. For the purpose of this study, education means formal accounting
training in high school, at an institution of higher education or at a technical or trade
school. On-the-job training did not include education in this study. On-the-job training
mean experience.

Employer. For the purpose of this study, the definition of employer is an
individual or entity that employs people to perform work.

Experience. For the purpose of this study, experience means employment in an
accounting paraprofessional role within an organization or on-the job training in the
workplace.

18

www.manaraa.com



Fundamental Payroll Certification (FPC). A voluntary, entry-level certification
for payroll personnel. This credential requires recertification every three years.
(American Payroll Association, 2015a).

Hiring Manager. For the purpose of this study, hiring manager means an
individual who currently is or previously has been involved in the hiring accounting
paraprofessionals.

Hiring Signals. Hiring signals refer to education, experience, personal
characteristics and a variety of other observable factors, which hiring managers can use
as part of the hiring decision-making process (Albrecht & Van Ours, 2006; Spence,
1973). For the purpose of this study, certification means a hiring signal.

Human Capital. For the purpose of this study, human capital means the
combination of abilities, knowledge, and skills held by the individual employee
(Litschka, Markom & Schunder, 2006).

Involuntary Certification. For the purpose of this study, involuntary certification
refers to an employer mandated process of obtaining recognition from a third-party
organization that verifies individual competencies (e.g., knowledge, skills) according to
predetermined industry standards (Wiley, 1995).

Knowledge. In this study, knowledge means “an understanding of principles,
facts and processes” (Polyhart, Van Iddekinge, Mackenzie & William, 2011, p. 134).
Knowledge involves what a person knows. Hiring managers’ response to PVCT® Value
Statement 1 (validates specialized knowledge) was used to measure this variable

Licensure. For the purpose of this study, licensure refers to a mandatory process
of obtaining recognition from a third-party organization that verifies individual
competencies (e.g., knowledge, skills) according to predetermined industry standards.
Licensure is required for individuals to work in their professions (Ewert & Kominski,
2014; Lengnick-Hall & Aguinis, 2011; Wiley, 1995).

Marketability. Marketability means, “wanted by purchasers or employers”
(Marketability, 2015). For the purpose of this study, marketability means preferred
hiring status or increases employability for certified candidates (Hutchinson &
Fleischman, 2003; Lengnick-Hall & Aguinis, 2012). Hiring managers’ responses to
PVCT® Value Statement 17 (increases marketability) was used to measure this variable.
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Microsoft Office Specialist (MOS). For the purpose of this study, MOS refers to
accounting paraprofessionals who pursue the MOS Excel® (Basic, Expert or Master)
certification(s) (Certiport, 2016b).

Payroll Certification. A voluntary paraprofessional certification that
demonstrates knowledge and skills in the area of payroll. (National Bookkeepers
Association, 2016d).

Perception. According to Merriam-Webster (Perception, 2015), the term
perception means, “the way you think about or understand someone or something”. For
the purpose of this study, the term perception refers to hiring managers’ self-reported
views or opinions (Bekemeier, 2007; Byrne et al., 2004; Cary, 2001; Gaberson et al.,
2003; Messmer et al., 2011; Niebuhr & Biel, 2007; Sechrist & Berlin, 2006; Sechrist et
al., 2006).

Practice Standard. Merriam-Webster (Standard, 2015) defines standard as a
“level of quality, achievement that is considered acceptable or desirable”. For the
purpose of this study, practice standard indicates a level of achievement that is
“acceptable or desirable” for the accounting paraprofessional occupation (Compton,
1980; Compton, 2000). Hiring managers’ responses to PVCT© Value Statement 3
(indicates attainment of a practice standard) was used to measure this variable.

Professional Commitment. For the purpose of this study, professional
commitment indicates a level of occupational dedication through continuous learning
activities as sanctioned by the certifying agency (Davenport, 2006). Hiring managers’
responses to PVCT®O Value Statement 15 (provides evidence of professional
commitment) was used to measure this variable.

QuickBooks User Certification. A voluntary paraprofessional certification,
awarded by Certiport®, which demonstrates knowledge and skills regarding QuickBooks
software and accounting to employers (Certiport, 2016a).

QuickBooks Certification. A voluntary paraprofessional certification, awarded
by the National Bookkeepers Association that demonstrates knowledge and skills
regarding QuickBooks Desktop and accounting to employers. (National Bookkeepers
Association, 2016c)

QuickBooks Online Certification. A voluntary paraprofessional certification,
awarded by the National Bookkeepers Association that demonstrates knowledge and

skills regarding QuickBooks Online and accounting to employers (National Bookkeepers
Association, 2016b).
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Signal (Signaling). For the purpose of this study, signal or signaling refers to
indicators hiring managers’ rely on to evaluate a potential candidate’s knowledge and
skills during the hiring process (Albrecht & Van Ours, 2006; Spence, 1973).

Skills. For the purpose of this study, skills are defined as activities or tasks
learned through either education or experience (Polyhart et al., 2011). Skills mean the
activities or tasks used by a person to perform a job.

Tax Certification. A voluntary, paraprofessional certification that demonstrates
tax knowledge and skills to employers (National Bookkeepers Association, 2016e).

Assumptions and Limitations
Theoretical Assumptions

Prior certification research provided the theoretical framework for the key hiring
signals associated with certification in this study (Bekemeier, 2007; Byrne et al., 2004;
Fertig, 2011; Fox, 2010; Gaberson et al., 2003; Messmer et al., 2011; Niebuhr & Biel,
2007; Sechrist & Berlin, 2006; Sechrist et al., 2006). The key hiring signals of
knowledge, competence, practice standard, and professional commitment were identified
in prior certification research and supported by the percentage of employer agreement in
two particular studies (Bekemeier, 2007; Sechrist et al.,2006). This study sought to
determine the correlation, if any, between hiring managers’ value of these key
certification hiring signals (knowledge, competence, practice standard, professional
commitment), and a preferred hiring status (increases marketability) within the

accounting paraprofessional certification field of study (Bekemeier, 2007; Byrne et al.,

2004; Sechrist & Berlin, 2006; Sechrist et al, 2006).
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Topical Assumptions

In this study, it was assumed that the perceived value of certification for
accounting paraprofessionals would be similar to the perceived value of voluntary
nursing certifications found in previous research (Bekemeier, 2007; Sechrist et al., 2006).
The field of nursing, like accounting, involves certification in both licensure and
voluntary formats. Licensure is different from voluntary certification for both of these
fields of study in a similar manner. Licensure is awarded in the fields of public
accounting and nursing after applicants meet certain educational and experience
requirements as well as pass a national exam (American Institute of Certified Public
Accountants, 2016, Wiley, 1995; Williams & Counts, 2013). Licensure for both of these
occupations is a requirement for employment. Voluntary certifications are also available
for individuals in the field of public accounting and nursing. Individuals pursue these
voluntary certifications in order to enhance one’s career. They are not a requirement of
employment (Lengnick-Hall & Aguinis, 2012; Lester et al., 2011; Wiley, 1995). It was
further assumed that CPA hiring managers would understand the role of the accounting

paraprofessional, including the required knowledge and skills for this occupation.

Limitations

One limitation of this study involved the knowledge that some hiring managers
of accounting paraprofessionals would not hold the CPA designation and therefore, may
not have the same perceptions as the participants selected for this study. Hiring managers
of accounting paraprofessionals, who earned the CPA designation, may hold differing
viewpoints from hiring managers who do not hold the CPA designation. This researcher
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proposed that indicators and conclusions derived from this research would be useful as a
foundation or comparison resource for future studies that may look at a broader group of
accounting paraprofessional hiring managers, including non-CPAs. This researcher was
further aware that a participant’s personal certification(s), education, and experience
could influence the respondent’s perspective regarding the value of certification as a
hiring signal during the survey process.

The focus of this study only involved the value of certification hiring signals as
defined by the variables of knowledge, competence, practice standard, professional
commitment in relationship to marketability. The researcher recognized that additional
variables could influence the value of certification or marketability, which were not
explored in this study. The results of additional research could be useful in the future to
explore the value of other hiring factors as signals of employment and any correlation
between those factors and marketability. Future researchers may also want to consider
looking at how increased marketability might convert to higher wages.

A final limitation of the study involved the respondents’ familiarity or lack of
familiarity with various accounting paraprofessional certification(s). In an effort to
reduce any effect respondents’ lack of familiarity with accounting paraprofessional
certification(s) had on the results of this research, professional accountants (CPA hiring
managers), obviously familiar with the CPA professional accounting designation as a
requirement of their jobs, were selected to participate in this study (Compton, 1980,
2000). While participants in this study may not have been fully aware of all the available
accounting paraprofessional certifications, an assumption was made that CPA hiring
managers would at least be aware of the difference between licensure (e.g., CPA) and
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voluntary certification(s) within the field of accounting. This level of certification

knowledge was deemed sufficient for this study.

Theoretical/Conceptual Framework

This study extensively reviewed prior research in the field of certification.
Predominate theories discussed in prior certification research included the human capital
theory (Anitha & Thenmozhi, 2011; Crook, Todd, Combs, Woehr, & Ketchen, 2011;
Litschka et al., 2006; Polyhart et al., 2011; Ployhart & Moliterno, 2011; Yu-Shu, Yi-Pei,
& Chu-Yang, 2009), the resource-based view (Barney, 1991, Hatch & Dyer, 2004,
Wright, McMahan, & McWilliams, 1994) and the signaling theory (Albrecht & Van
Ours, 2006; Fertig, 2011; Spence, 1973). While all of the theories hold relevancy in the
study of certification, and are highlighted in this paper, the signaling theory provided the
theoretical/conceptual framework for this research.

The human capital of the organization involves at a minimum knowledge, skills
and abilities (KSA) (Litschka et al., 2006; Polyhart et al., 2011; Ployhart & Moliterno,
2011). Itis important for hiring managers to recognize the intangible, human capital
asset of future employees differs from other assets the organization may own. Unlike
tangible assets such as buildings and equipment, businesses do not own employees.
Employees are strictly a loaned resource. Employees are free to join an organization as
desired or quit at will (Litschka et al., 2006, p. 168). With this in mind, hiring, managing
and retaining the human capital of a firm can be challenging for management. Hiring the
best candidate for the position becomes an important aspect of the future worth of the
human capital asset (Compton, 2000; Gaberson et.al., 2003; Jarrar, 2002; Phillips, 2004;
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Wiley, 1995). Crook et al. (2011) discussed how human capital value is not always
equal, which hiring managers need to consider when making hiring decisions. Hiring
managers also need to consider that the value of human capital can affect the
organization’s competitive advantage and long-term performance (Yu-Shu et al. 2009).

Certification is a signal hiring managers can use when screening job candidates
(Fertig, 2011) as it is often difficult for these managers to distinguish between a qualified
or unqualified applicant during the employment process (Spence, 1973). Certification is
a tool that hiring managers can use to help differentiate one candidate from another
(Serbin & Jensen, 2013 ). “Despite their extensive training and expertise in accounting,
CPA’s face the same problem in hiring bookkeepers: They don’t really know what they
are getting until the bookkeeper has been on the job for several scary months” (Sahlein,
2006, p.1). In an effort to avoid hiring the wrong individual for the job, hiring managers
can use signals to facilitate employing the best candidates (Albrecht & Van Ours, 2006;
Spence 1973). Signals can be a useful tool for hiring managers to employ when little
else is known about an applicant, especially if an organization uses a more formal hiring
channel (Albrecht & Van Ours, 2006). Fertig (2011) further noted that certification
provides a signal to hiring managers, that prospective employees possess the preferred
job knowledge and skills required for the position.

Clark and Martorell (2014) suggested human capital and signaling theories are
closely related and as a result are often hard to distinguish from one another empirically.
Using the example of education as both human capital and a hiring signal for employers,

Clark and Martorell (2014) discussed how both theories could see a positive correlation
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between education and wages. Therefore, when signaling theory is utilized in research, it
is important to understand that elements of the human capital and signaling theory are
intertwined.

This correlational study used quantitative survey methodology to collect data for
the purpose of exploring the correlation, if any, between hiring managers’ self-reported
value of four accounting paraprofessional certification hiring signals, and hiring
managers’ self-reported opinion regarding a preferred hiring status (increases
marketability) for certified candidates. More specifically, this study explored hiring
managers’ self-reported value of accounting paraprofessional certification involving four
specific certification hiring signals: knowledge, competence, practice standard, and
professional commitment in correlation to hiring managers’ self-reported opinion that
certification provides the certified candidate a preferred hiring status (increases
marketability).

A survey design is commonly used to collect information from a population, and
then the collected data is utilized to identify characteristics and relationships (Cooper &
Schindler, 2006; Leedy & Ormrod, 2005; Swanson & Holton, 2005). The survey
research design was deemed appropriate for this correlational study. An existing survey
instrument, the Perceived Value of Certification Tool (PVCT®©) previously utilized to
examine the perceived value of certification in other fields of study, was used to collect
data that measured the variables in this study.

The target population for this study was CPA hiring managers in the State of
Texas, who were members of the Texas Society of Certified Public Accountants
(TSCPA). CPA hiring managers can work in either public accounting or industry. For
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the purpose of this study, hiring managers were defined as those individuals who
currently hire or have previously hired accounting paraprofessionals. Through a stratified
sampling technique, a working population was computer generated by TSCPA, which
included individuals who hold the designation CPA for more than five years, were
members of the Texas Society of Certified Public Accountants (TSCPA), and were
employed in public accounting or industry. TSCPA identified 15,684 individuals
meeting the above criteria out of a total membership population of approximately 27,000.
TSCPA then conducted another computer-generated, random sample of the population
that met the research criteria. The results of this sampling technique created a database of
1,498 individuals for this study.

Random sampling is an appropriate design for use with the PVCT®© instrument
(Competency & Credentialing Institute, 2015; Leedy & Ormrod, 2005). Leedy and
Ormrod (2005) discussed many variances of random selection and this study utilized one
of those variances, the stratified random sampling technique. This sampling technique
was also previously used with similar certification studies (Sechrist & Berlin, 2006;
Sechrist et al., 2006). The Competency & Credentialing Institute (CCI) (2015), who
owns the PVCT® instrument and provided permission for its use in this study, indicated
when random sampling is used with the PVCT®© instrument, researchers should expect to
experience a minimum level of sampling bias. This CCI’s (2015) statement is supported
in scholarly research, as no evidence of sampling bias has been identified in studies that
used the PVCT® instrument (Bekemeier, 2007; Byrne et al., 2004; Fox, 2010; Gaberson,
et al., 2003; Messmer et al., 2011; Niebuhr & Biel, 2007; Sechrist & Berlin, 2006;
Sechrist et al., 2006).
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A single survey approach, using the PVCT® instrument, was implemented with
this study. A survey approach is appropriate for a study like this as it has: (1) been
utilized in other certification studies regarding the perceived value of certification
(Bekemeier, 2007; Byrne et al., 2004; Fertig, 2011; Fertig, 2009; Fox, 2010; Gaberson et
al., 2003; Roberts, 2005; Sechrist et al., 2006), and (2) previously provided data to
explore the correlation between intrinsic values of certification (knowledge, competence,
practice standard and professional commitment), and the extrinsic value of certification
regarding hiring managers’ attitudes toward increases marketability for the certified job
candidate. Figure 1 illustrates the theoretical/conceptual framework for the signaling
theory used in this study. The key certification hiring signals (knowledge, competence,
practice standard, professional commitment) were examined in this study from a hiring
manager’s perspective, in order to determine correlation between the signals and a

preferred hiring status (increases marketability), both individually and collectively.

Value of Key

Cemficanoa Hiring

Signals
% Knowledge (K) ;o———’—ﬁ
Hs
44 Competence (C) }0——"’_‘.
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{ Practice Standard (PS) }-——’—‘—"
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Figure 1. Theoretical/Conceptual Framework
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Organization of the Remainder of the Study

The remainder of this study was organized in the following manner: (1) a
literature review, (2) methodology, (3) results and discussion, (4) implications, and
(5) recommendations for the future. The second chapter of this dissertation contained a
literature review of the signaling theory as it applied to hiring signals available to
employers. Prior literature involving the certification field of study was also discussed.
The signaling theory examined in this study has been researched before as it applied to
certification in a generalized manner. Signaling theory was applied to this study through
the lens of the hiring manager. This study focused on how employee certification was
valued by accounting paraprofessional hiring managers, as they search to employ the best
talent who can help the organization achieve a competitive advantage. The third chapter
of this dissertation discussed the research design, including this study’s quantitative
methodology. It also described the population and sample as well as the survey
instrument, data collection process and analysis, the validity and reliability of the
instrument and the ethical considerations of the study. After the research was concluded
the fourth chapter, which discussed the data analysis process used in this study, was
completed. Chapter 4 also presented the study’s results. Data were collected using
SurveyMonkey®, a web-based survey tool, then exported into Excel® and SPSS for
statistical calculations and further analysis.

The final and fifth chapter of this dissertation elaborated on the results of this
research as well as the study’s limitations and proposed recommendations for the future.
The findings from this study have added to the existing body of certification knowledge
by identifying the value certain key certification hiring signals offer employers from yet
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another field of study. This research identified the correlation between hiring managers’
self-reported value of certification as a signal of a candidates specialized knowledge,
accounting competence, attainment of practice standard and professional commitment,
compared to hiring managers’ views toward the certified candidates receiving a preferred

hiring status (increased marketability).
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CHAPTER 2. LITERATURE REVIEW
Introduction

Voluntary certification and the value it holds for employers as well as those who
are certified is often difficult to assess (Wierschem et al., 2010). Various studies have
investigated the value of certification from the employers’ and employees’ perspective;
however, conclusions within the existing body of certification knowledge are still
unclear. The purpose of this study was to narrow the gap in the existing body of general
certification knowledge regarding hiring managers’ perceived value of certification as
well as explore hiring managers’ perspective of certification in the accounting
paraprofessional field of study. The focus of this study explored the correlation between
hiring managers’ self-reported responses to the certification value statements involving
knowledge, competence, practice standard, and professional commitment, and a preferred
hiring status (increases marketability). The value statements of validates specialized
knowledge, indicates level of accounting competence, indicates attainment of a practice
standard and provides evidence of professional commitment were found to be key hiring
signals, based on a high percentage of employer agreement in previous research
(Bekemeier, 2007; Byrne et al., 2004; Sechrist & Berlin, 2006; Sechrist et al, 2006).

In order to begin the research process, an extensive literature review was

completed. The literature review was comprised of: (1) theories used in existing research
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to understand the value of voluntary certification, (2) theories considered helpful toward
adding to the existing body of certification knowledge (regarding the employers’
perceived value of accounting paraprofessional certification as a hiring signal), and (3)
existing research regarding other hiring factors (e.g., education, experience). This study
helped position the concept of certification, as a hiring signal, into a better context. A
review of the limited and dated accounting paraprofessional literature was completed in
order to define the role of accounting paraprofessionals, understand the knowledge and
skills required in this field of study and identify the stakeholders involved in the
certification process. Since no scholarly research in the accounting paraprofessional
certification theoretical body of knowledge existed, scholarly literature involving
certification for other types of paraprofessional and professional occupations (i.e., non-
accounting fields of study) were examined. This literature review involved: (1) an
analysis of the signaling theory (as related to hiring signals), (2) examination of
differences between certification and licensure, and (3) analysis of prior research
regarding the role of certification, education and experience as hiring signals. The topic
of accounting professional certification, along with the perceived benefits and
disadvantages involved with this type of voluntary certification was addressed. Finally,
the history and current perceptions surrounding the general value of certification was
discussed, followed by an examination of the past and present roles of the accounting
paraprofessional. A review of the various accounting paraprofessional certifications

available today was also addressed.
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Theoretical/Conceptual Framework

Signaling Theory

Employers consider a variety of factors when making hiring decisions. Spence
(1973) proposed that employers are unable to distinguish between a qualified or
unqualified applicant during the hiring process. Therefore, employers must reply on
other available and observable indicator. Spence (1973) related the investment an
employer makes when hiring a new employee to buying a lottery ticket. At the time of
hiring, employers are not completely certain about the capabilities their new employee
brings to the organization. Hiring managers are often unsure about the new hire’s true
value and organizational fit for a period-of-time. Sahlein (2006) concurred regarding the
hiring of accounting paraprofessionals by stating, “Despite their extensive training and
expertise in accounting, CPAs face the same problem in hiring bookkeepers: They don’t
really know what they are getting until the bookkeeper has been on the job for several
scary months.” (Sahlein, 2006, p. 1)

In an effort to avoid, hiring the wrong person for a job, hiring managers can use
signals as part of the personnel selection, decision-making process (Albrecht & Van
Ours, 2006; Bartlett, 2012; Bricker, 2015; Karasek & Bryant, 2012; Serbin & Jensen,
2013; Spence, 1973). These hiring signals include education, experience, personal
characteristics and a variety of other observable factors (Spence, 1973). While
certification was not specifically addressed by Spence (1973), it has been referenced in

scholarly literature as a signal employers can use to make informed hiring decisions
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(Aguinis, Michaelis, & Jones, 2005; Lester, Mencl, Maranto, Bourne, & Keaveny, 2010;
Lommel, 2013; Mikkelson, 2013).

Signaling theory was the theoretical framework applied to this research.
Specifically, the work of Spence, (1973) was the seminal foundation for this study. While
signaling theory has been utilized to examine multiple fields of study, the research for
this study focused on signaling theory as it applied to the hiring signals managers use
during the employment process. In particular, the signaling theory was viewed through a
lens that could be applied to voluntary certification in the accounting paraprofessional

field of study.

There is a plethora of information regarding signaling theory across multiple
fields of study. (e.g., anthropology, certification, corporate governance, economics,
entrepreneurship, human resource management, management, psychology, and zoology
to name a few) (Bangerter, Roulin, & Konig, 2012; Bartlett, 2004; Bergh, Connelly,
Ketchen & Shannon, 2014; BliegeBird et al., 2005; Connelly, Certo, Ireland, & Reutzel,
2011; DeVaro & Waldman, 2012: Karasek & Bryant, 2012: Spence, 1973; Suazo,
Martinez, & Sandoval, 2009). However, research regarding signaling theory as it applies
to voluntary certification as a hiring signal is still limited, and certification as it applies to
the accounting paraprofessional field of study is non-existent. Therefore, the literature
review for this research focused on existing signaling theory, in other fields of study, as
applicable to voluntary certification and the value hiring managers’ place on certification

as a signal that identifies the best applicant.
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As previously discussed, the work of Spence (1973) was the seminal foundation
for signaling theory behind this study. While Spence (1973) was not the first to use the
concept of signaling in research, he did provide a theoretical framework to help future
researchers examine the decisions employers make when hiring new employees,
especially when hiring managers are faced with considering the uncertainty of an
applicant’s qualifications during the selection process (Bangerter et.al., 2012). Even
though Spence (1973) approached the signaling theory from the mindset of an economist,
his research is applicable to the field of organization and management, in particular the
study of certification. The signaling theory as applied to certification research provides
hiring managers with the context to use certification as a signal that identifies the most
qualified applicants, especially when other characteristics and traits about candidate are
unobservable (Aguinis et.al., 2005; Bangerter et.al., 2012).

The signaling theory, as it was applied to this study, referred to the process of
identifying an applicant’s qualifications and future value to the organization, by utilizing
indicators or signals available to hiring managers during the employment process
(Bartlett, 2004). Employers frequently do not have adequate information about potential
applicants, and therefore, need additional methods or signals to identify the best talent
(Bartlett, 2004; Compton, 2000; Gaberson et al., 2003; Spence, 1973). Over the years, the
signaling theory has provided researchers with an alternative lens to examine hiring
manager’s selection preferences during the employment process (Bartlett, 2004). Spence
(1973) proposed that signaling theory helps explain the effect of information asymmetry
during the hiring process and allows participants to adapt their interactions in order to
address these irregularities.
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Bartlett (2004) suggested that hiring managers often have difficulty assessing the
quality of applicants and look for various ways to reduce information asymmetries.
Applicants attempt to set themselves apart from the candidate pool by obtaining signals
that employers’ value and can use to easily identify the applicant’s competencies
(Bartlett, 2004). Education and certification are both investments that job candidates can
make to enhance themselves in an effort to provide prospective employers with hiring
signals that reduce information asymmetries during the employment process. Bartlett
(2004) proposed that both of these hiring signals (education and certification) are
considered to be dependable, because they are thought to remove mismatched applicants
from an organization’s job candidate pool.

Ultimately, the goal of signaling theory is to reach a level of equilibrium.
Equilibrium occurs when an applicant transmits a signal to the hiring manager and the
hiring manager receives the signal as intended (Karasek & Bryant, 2012; Spence, 1973).
Hiring managers benefit from achieving equilibrium during the hiring process, as this
symmetry helps to prevent hiring errors. Hiring the wrong person for a position can be
extremely costly (Albrecht & Van Ours, 2006; Sahlein, 2006). Sahlein (2006) explained
how employers often are unaware of the new hire’s actual value to the organization until
long after the individual is employed. Therefore reaching equilibrium during the hiring
process can help hiring managers avoid or reduce selection misalignment, which
otherwise could have widespread consequences for the firm (Bangerter et.al., 2012).
Eventually, Bergh, Connelly, Ketchen, & Shannon (2014) suggested that hiring managers
benefit from using the predictive capabilities of signaling theory, when those signals
result in the successful selection of new hires today, and are applied to new hires in the
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future. For instance, if a hiring manager finds that certified workers meet the
organization’s expectations regarding productivity, then the quality of that certification,
as a signal, is an enhanced predictor for future hiring activities. Bergh, Connelly,
Ketchen, & Shannon (2014) extended signaling theory beyond the selection process (e.g.,
hiring signals to identify the best candidates) by stating, “using this information set, the
firm offers a wage to the worker based on its belief” (p. 5).

While signaling theory explains the various indicators hiring managers can use to
hire the best talent and fit for an organization; Spence (1973) cautioned that signals can
be over used, which can cause the signal to become less effective. Signal over utilization
happens when too many people invest in a particular signal, which in turn makes it
difficult for a hiring manager to use that signal to distinguish one applicant from another.
For instance, if everyone invests in the signal of education (e.g., obtaining an academic
credential), then education, as a hiring signal, may lose its validity (Karasek & Bryant,
2012: Spence, 1973). Likewise, if participants invest in a particular certification in the
same way, then the certification has the potential to lose its hiring signal validity as well.
While over utilization of certification in an occupation can maintain a portion of the
certifications’ predictive nature (e.g. job candidate’s knowledge, skills and abilities), the
part of certification that hiring managers rely upon to distinguish one applicant from
another, can become ineffective. In the certification field of study, certified individuals
assume hiring managers will perceive the certification(s) they hold as an indicator of the
applicant’s knowledge, skills, and professional commitment. Therefore, if hiring
managers and applicants do not perceive the certification signal in the same way,
eventually fewer people will participate in the certification process (Ellis, 2015; Gaberson
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et al., 2003) and over time the signal sent and received for that particular certification
loses value (Wiley, 1995).

Certain hiring signals, such as education and experience are constantly evolving;
therefore, hiring managers may consider using more than one signal during the hiring
process. Spence (1973) also discussed unalterable signals (e.g., sex, gender, race) and
recognized there may be others. While unalterable signals can distinguish one candidate
from another, certain unalterable signals as such as sex, gender and race are not allowed
in personnel selection activities. Since Spence (1973) indicated there may be other
unalterable signals available, certification(s) that are reliable, verifiable and long-
standing, may be unalterable signal(s) that hiring managers could use during the selection
process.

Signaling theory and hiring signals. Today’s organizations must be confident
that new hires have the desired competencies and ability to contribute to the firm’s
strategic goals (Lester et al., 2010). The signaling theory provides a conceptual
framework to recognize how certain observable factors (e.g., certifications, degrees,
educational credentials, grade point average) are useful indicators that employers can
utilize during the hiring process (Aguinis et.al., 2005). Hiring mangers typically
understand the importance of selecting the right person for the job; therefore, a
considerable amount of time and resources are spent in the quest to hire the right people
(Burks, Cowgill, Hoffman, & Housman, 2013). Hiring managers may even use multiple
hiring signals to ensure they are making the best hiring decision (Aguinis et al., 2005;
Cohen, 2012). Signaling theory helps hiring managers understand and apply hiring
signals consistently across experience levels. Hiring signals can be useful whether an
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applicant has no prior work experience and the hiring manager need to determine the
candidate’s potential, or the applicant is an occupational veteran, and the hiring manager
needs a way to translate prior experience to the current needs of the organization
(Hershbein, 2013).

From an applicant’s perspective, hiring signals help prospective candidates
highlight their qualifications in order to distinguish themselves from less qualified
applications. Education is a signal applicants can invest in based on the presumption it is
easily obtainable and widely recognized by employers (Spence, 1973). Besides using a
signal such as education to gain employment with a firm, applicants also desire to receive
the best compensation for their services. If employers believe that a hiring signal, such as
education, is a credible indication about the future performance of an applicant, then the
employer may be willing to offer candidates, with an academic credential, a higher wage
over non-credentialed candidates (Bartlett, 2004; Bartlett, 2012; Spence, 1973).
Signaling theory applies to all types of interaction between individuals. It is particularly
useful during the hiring process, when the accuracy of the information communicated
through various signals, facilitates a better fit between job candidates and the
organization (Bangerter et al.,2012).

Types of signals. There are multiple types of factors, and signals, that applicants
can present to potential employers before and during the hiring process (Spence, 1973).
These signals often help hiring managers make better personnel selection decision.
However, there is not a specific personnel selection methodology, based on signaling
theory, that provides hiring managers with a preferred signal or signaling technique
(Bangerter et.al., 2012). Hiring managers are therefore left to their own preferences,
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which means that some signals will be valued more than others, depending on the hiring
context (Wilkens, 2013).

Some signals proposed in literature are more reliable than others, which means
that hiring managers may unintentionally use a faulty signal to determine an applicant’s
ability or future potential (Hershbein, 2013; Spence, 1973). In order to avoid faulty
signaling, hiring managers need to identify signals that are reliable and trustworthy. The
use of multiple signals during the hiring process may help hiring managers ensure they
are receiving the right information to employ the best candidate. To gain a better
understanding about the various hiring signals available during the selection process,
some of the signals available to hiring managers are highlighted, in the context of
signaling theory, in the following section.

Aptitude tests as hiring signals. Behavioral scientist proposed that
utilizing aptitude tests used during the hiring process can provide a better indication
about the applicant’s “cognitive ability, personality, interest and aptitude” (Latham, 2012,
p. 269). These types of pre-employment tests were designed to identify an applicant’s
knowledge and ability (Latham, 2012). Unlike certification exams that measure an
individual’s current knowledge or skill set, within a particular occupation, aptitude tests
help hiring managers predict how the applicant will perform on the job (Latham, 2012).
Aptitude tests are signals that also help organizations identify candidates that will be the
best overall fit for the organization.

Aptitude tests provide reliable information about an applicant. The reliability
factor of aptitude tests results from the difficulty applicants would have in manipulating
this form of assessment. Attitude tests are designed to solicit information from job
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candidates that is not considered to be under the applicant’s conscious control (Bangerter
et al., 2012). Existing literature has proposed that the use of technology-based aptitude
tests may become even more useful to employers in the future, as these assessments
become easier to administer and provide the ability to expedite the selection process
(Lievens & Burke, 2011). However, Van Iddekinger, Roth, Raymark, and Odle-Dusseau
(2011) offered a word of caution about using attitude tests as a prognostic tool. They
noted, without providing further explanation, there have been instances where aptitude
tests have seen a decrease in their predictive validity. Considering the differing opinions
regarding the effectiveness of aptitude testing as a hiring signal, potential employers may
want to consider using aptitude tests in conjunction with other hiring signals.
Certification as a hiring signal. Certification is a hiring signal that
can communicate to potential employers an applicant has the knowledge and skills
required for a particular position (Aguinis et al., 2005; Bricker, 2015; Lester et al., 2010;
Lommel, 2013; McNelly, Shonka, Pardee, & Nicol, 2015; Mikkelson, 2013; Phillips,
2004; Serbin & Jensen, 2013). It is also an indicator that hiring managers can use to
address asymmetrical information (Bell-Kotwall, Frierson, & Kuiper, 2012; Serbin &
Jensen, 2013). Lommel (2013) expanded on the value that certification brings to the
hiring process, by discussing how certification provides a formalized process to assess a
candidate’s human capital characteristics (e.g., knowledge, skills and abilities), that can
indication occupational competence. The independent verification system (e.g., third-
party testing organization) often involved in certification credentialing programs, not
only assesses a candidate’s competencies, it is often accompanied by additional
professional standard requirements (e.g., professional code of conduct, code of ethics.
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educational requirements, experience) (Shackman, 2005). For instance, the Certified
Bookkeeper, accounting paraprofessional certification, requires certification candidates
to: (1) pass a certification exam (i.e., administered by a third-party testing organization),
(2) complete 2-years of work experience, and (3) follow a prescriptive code of ethics
(American Institute of Professional Bookkeepers, 2007). Hiring managers may value this
type of certification as it provides multiple hiring signals in one credential.

Shackman (2015) proposed that certification provides incentives to the certified
candidate. Certification sends a signal to potential employers that may increase the
applicant’s marketability and/or compensation. Lommel (2013) suggested when a
certification aligns with the required competencies of an occupation, it supports the needs
of the organization. He further explained that measuring the wrong knowledge, skills and
abilities (KSAs) can lessen the value of certification in terms of it being a hiring signal.

As predicted by signaling theory, holding a professional certification is typically
linked to higher levels of employability and compensation (Aguinis et al., 2005). Bartlett
(2012) proposed occupational certifications are a signal of expertise and a readiness for
employment as individuals enter the labor market. These same signals may be beneficial
for individuals transferring within the labor market as well. An occupational certification
may send a stronger indicator to employers about the qualifications, or potential of an
applicant, compared to the academic credentials an applicant may have obtained from a
two-year community college or technical institution (Bartlett, 2012). Since Accounting
paraprofessionals often have completed occupational training at two-year community
colleges or technical colleges (e.g., career schools) and have access to certification
opportunities, the signaling role of certifications may be of particular interest to hiring
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managers. Certification appears to be a way for hiring managers to identify the best
fitting candidate to fill a job vacancy, and it allows potential employers to quickly
identify applicants who can perform a job with minimal additional training (Bartlett,
2012). Williams and Counts (2013) suggested that certification provide employers with a
reliable, quality “gold standard” hiring signal (p. 207).

In signaling theory and certification literature, there were multiple benefits
presented regarding the pursuit of voluntary certification(s). One benefit of certification,
from a hiring manager’s perspective, was that certification helps employers distinguish
qualified candidates from a pool of applicants (Hunsinger & Smith, 2008; Lester et al.,
2010; Serbin & Jensen, 2013). Another benefit of certification as a hiring signal was that
voluntary certification has often been thought to enhance a profession, even when other
required certification or licensure is involved (e.g., specialty certification for nurses)
(Bell-Kotwall et al., 2012). Therefore, voluntary certification may be a hiring signal that
helps hiring managers select the most professional candidates. However, Wierschem,
Zhang, & Johnston (2010) provided a word of caution when using certification as hiring
signal. They proposed that voluntary certification and the value it holds with both
employers and those who are certified, is often difficult to assess. Therefore, the
transparency of some certifications may make their use as a hiring signal difficult to
evaluate.

During the literature review for this study, certain aspects regarding the value of
certification as a hiring signal were uncovered. Previous literature indicated that hiring
managers used certification to validate specialized knowledge, determine a level of
competency, identify an attainment of a practice standard, and discover evidence of the
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applicant’s professional commitment. These key hiring signals, based on a high
percentage of employer agreement in previous research (Bekemeier, 2007; Byrne et al.,
2004; Sechrist & Berlin, 2006; Sechrist et al., 2006), were the basis for this study.

For many years, research about certification has been discussed through the lens
of education (Fertig, 2009). Certification was once only associated with technical and
vocational education (Cheng, Hsu, & Chiou, 2012). Certification as a hiring signal, while
not specifically addressed by Spence (1973), has been discussed in more recent research
as a reliable signal that hiring managers can use to identify a job candidate’s degree of
knowledge, competency, attainment of prescribed standards and/or professional
commitment (Bartlett, 2012; Bricke, 2015; Cary, 2001; Cegielski et al., 2003; Fertig,
2011; Hutchinson & Fleischman, 2003; Lester et al., 2011; Phillips, 2004; Wiley, 1995).
Fertig (2011) went on to discuss how certification indicates if job candidates possess the
preferred job-knowledge and skills required for a position. EXisting literature confirmed
that certification is a valid hiring signal, but to what degree is still uncertain.

Company and organizational testing as a hiring signal. Organizations
often utilize company specific testing as a hiring signal (Lommel, 2013). This type of
testing may be utilized to identify applicants with specific job knowledge or skill as
required by the hiring organization. Lommel (2013) suggested that it is improbable
company specific testing will replace certification in the future; however, a case was
made that company testing and certification could be two hiring signals employers may
consider using together. For instance, companies may internally test applicants who hold
generalized certifications to validate their generalized knowledge and determine if the
applicant holds specialized knowledge. Company testing could also be utilized by hiring
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managers, as a method of identifying the top tier applicants from a job pool (Lommel,
2013). Prior literature suggested company/organizational testing is a hiring signal that
may be most effective when used for certain applications or in conjunction with other
hiring signals.

Education as a hiring signal. Academic credentialing as a hiring signal
is applicable in many occupational fields, including the field of accounting
paraprofessional. Graduates who obtain a particular academic credential (e.g.,
occupational certificate, degree) are presumed to have achieved a specific level of
knowledge and skill (Chan, 2013; Lommel, 2013). However, academic credentialing
may be an insufficient hiring signal on its own, especially when an occupation requires
work experience in addition to a traditional education. The value of academic
credentialing, as a specific hiring signal, is still under debate. Many certification
programs acknowledge the value of academic credentials and often include some type of
formal education as part of their certification program (e.g., Certified Management
Accountant, Certified Bookkeeper). On the other side, there are those who contend that
obtaining a particular academic credential is adequate (Lommel, 2013). Spence (1973)
added additional thoughts that hiring managers may want to consider when he proposed
applying caution to using signals (e.g., academic credentialing) that individuals may over
utilize by investing in the same way. In spite of the educational saturation in certain
occupations, many employers still recognize the value of academic credentialing during
the hiring process. Academic credentialing (e.g., occupational degrees) are still thought to
provide hiring managers with an observable signal regarding an applicant’s knowledge,
especially in the absence of other demonstrable information. Cohen (2012) proposed “a
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vocational education credential may signal both technical skills and valued non-cognitive
orientations” (p. 183). While academic credentialing may not ensure applicants have the
required knowledge and skills for a particular job, it may be one signal that hiring
managers can use in combination with another hiring signal (e.g., certification) to
improve the predictability of the indicator (Cohen, 2012). Academic credentialing serves
a purpose within the signaling theory field of study, as it is assumed to provide the
credentialed recipient exposure to a standardize body of knowledge (Mikkelson, 2013).
The role of education as a hiring signal for accounting paraprofessionals is discussed
further in this chapter.

Experience as a hiring signal. Experience as defined in this study
involved employment in an accounting paraprofessional role within an organization or
on-the job training obtained in the workplace. The value of experience to hiring managers
as a signal of an applicant’s qualifications is still uncertain. Bartlett (2004) reported that
employers in the field of automotive service placed a high level of value on prior work
experience when that experience aligns with the needs of the firm. However, he also
noted that automotive service managers preferred certification over a degree when
applicants had minimal work experience (e.g., less than 2 years). Experience appears to
be another hiring signal that requires validation in combination with other available
hiring signals. The role of experience as a hiring signal for accounting paraprofessionals
will be discussed further in this chapter.

Referrals as a hiring signal. Referrals are another type of hiring signal
employers use to recruit applicants, and assess their abilities. Burks, Cowgill, Hoffman
and Housman (2013) suggested that employers can rely on employee referrals as a way to
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find applicants that are assumed to have the same qualities the employer values in the
referring employee. Studies have shown that employers achieve favorable hiring results
when incorporating employee referral programs into the personnel selection process
(Bidwell, 2011; Burks et al., 2013; Campbell, Coff & Kryscynski, 2012; Swaney, 2014).
However, as with other hiring signals discussed in this chapter, there are descending
opinions. Di Stasio and Gerxhani (2015) concluded that employee referrals were an
unreliable hiring signal, suggesting there was only a weak indication to the contrary.
Therefore, referrals as a hiring signal may be another type of employment indicator that
hiring managers use in tandem with other signals.

Resumes as hiring signals. Resume screening has been a hiring signal
for many years, but in recent times it has become even more sophisticated as companies
use high-tech software and biodata techniques to identify key words that detect highly
qualified candidates from an applicant pool (Amare & Manning, 2009; Bangerter et al.,
2012; Brown & Campion, 1994; Thoms, McMaster, Roberts, & Dombkowski, 1999).
Resumes contain a variety of information about an applicant that can be an indicator of
the prospective job candidate’s future productivity if hired. Hershbein (2013) proposed
that resume items may be the first observable information the hiring manager notices
about the applicant. Hershbein (2013) went on to link hiring signals to compensation by
stating that “employers care about these signals because they can be used to form
expectation about a worker’s productive.” and that “using this information set, the firm
offers a wage to the worker based on its belief.” (p. 5). Resumes as a hiring signal have
been a useful initial screening tool for potential employers, and continue to be relevant in
today’s high-tech society.
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Social Media as a hiring signal. In recent years hiring managers
have used social media (e.g., Facebook, LinkedIn) as a signal of an applicant’s
unobservable characteristics (Baert, 2015, Bangerter; et.al., 2012). Many applicants
publicize personal information, which can provide hiring managers with a more
comprehensive interpretation regarding an applicant. In additional to the personal
information applicants post on social media, some applicants share their thoughts about
their current employers and customers. These social media postings often provide hiring
managers a better understanding about an applicant’s thoughts and behaviors that may
affect the workplace, and would otherwise be unobservable. Karl, Peluchette, &
Schlaegel (2010) suggested that an applicant’s postings on social media provide
employers with information they can use to relate an applicant’s personality traits to a
particular positions. Social media provides hiring managers with observable signals they
may considered during the hiring process to be either appropriate or inappropriate for the
workplace. The hiring signals provide by social media are many times not observable in
other manner. Bangerter et al., (2012) referred to this type of hiring signal as an “honest
signal” (p. 721), and recommended that organizations invest in mechanisms that search
for this type of information.

Unemployment as a hiring signal. An applicant’s unemployment history
may be a negative signal that hiring managers use when screening applications for
employment. Unemployment history has been used as a signal that relates an applicant’s
current situation to his or her future productivity. Unemployment history (e.g. past or
current) has been suggested as a way to distinguish one candidate from another (Eriksson
& Rooth, 2014). Theoretical models suggest that hiring managers have a negative
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viewpoint regarding an applicant’s unemployment history (Bangerter et al., 2012;
Eriksson & Rooth, 2014); however, potential employers may view unemployment in
conjunction with other types of hiring signals, which can lessen the unemployment signal
effect. Bangerter, Roulin, & Konig (2012) proposed that applicant’s longevity with their
prior employer, and the initiatives they employ to demonstrate their commitment to join
an organization (e.g., informed about the organization, accepting a lower wage), can send
a positive signal about the applicant to potential employers, which in turn can neutralize
any negativity surrounding the unemployment signal (Bangerter et al., 2012).

Other hiring signals. There are a variety of additional hiring signals available to
employers today. Only a few have been identified in the literature review for this study.
Some additional hiring signals that employers may use to recognize qualified job
candidates include: (1) the applicant’s professional reputation, (2) letters of
recommendations, and (3) employment references (Bangerter et al., 2012). As
previously noted, signaling theory has not provided hiring managers with a specific
hiring signal or mechanism to guarantee an applicant will be a good fit for a particular job
position or an organization. Many times hiring manager’s use multiple signals in an
effort to lower hiring errors. The use of multiple hiring signals can help potential
employers validate the signals they receive during the employment process; however, the
use of multiple signals also comes with the risk of “signal jamming” (Chan, 2013, p.
211). Signal jamming occurs when two signals compete in the same manner, which
creates confusion during the transmittal process (Chan, 2013). While scholars
acknowledge that more than one hiring signal may provide validity to the selection
process (Aguinis et al., 2005; Cohen, 2012); Chan (2013) discussed the risk of signal
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jamming occurring (e.g., academic credentialing, certification) without properly aligning
the various hiring signals. For instance, signal jamming could be avoided if academic
institutions and certification agencies work together to assure the indicators used by both
signal activities clearly portrays the candidate’s knowledge and skills to the employer.
Signaling theory in the field of accounting. Certification in the field of
accounting dates back to 1896 when stricter oversight of the profession began and
certification assessment in the form of the CPA examination was implemented (Aguinis,
et.al., 2005; Flesher, Previts, & Flesher, 1996). The introduction of CPA certification
was seen as a way to establish a minimum set of standards that could demonstrate an
individual’s competence in the field (Aguinis et al., 2005). Today, the CPA designation
is recognized as a professional accounting credential in the form of licensure. This type
of certification contains a certain educational requirement and demonstrates (e.g., through
third-party examination) an individual has reached a certain level of knowledge and skills
(Aguinis et al., 2005; American Institute of Certified Public Accountants, 2016).
However, unlike Accounting Paraprofessional certification, which is voluntary in nature,
the CPA professional designation is a requirement to practice in the field of public
accounting. Therefore, everyone invests in the signal the same way, which according to
Spence (1973) can see the signal lose value as a hiring indicator. When hiring managers
look to hire new CPA candidates, employers may need to rely on another hiring signals in
order to differentiate applicants from one another. The CPA designation only holds a
signaling value to eliminate applicants who do not meet the certification requirements of
a job posting. Once this application sorting process is complete, the designation no
longer holds value as a distinguishing hiring signal, since all remaining applicants in the
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candidate pool hold the same designation. Hiring managers must then use supplemental
hiring signals (e.g., voluntary certifications such as CMA, CIA, CFE, education,
experience) to distinguish the remaining applicants from one another. Likewise,
voluntary certification for accounting paraprofessionals may distinguish job applicants
from each other when the candidate pool contains numerous people with similar
experience and/or education.

Today’s employers continue to place higher requirements on the knowledge,
skills, abilities, and other personal attributes of employees (Celani & Singh, 2011). This
means hiring managers will most likely place these same stringent standards on new hire
applicants. Jackling and De Lange (2009) proposed that employers assume professional
accounting graduates have certain technical skills. When translating this to the
accounting paraprofessional field of study, one could interpret it to mean that
occupational education (e.g., academic degree or certificate) may not be a distinguishable
hiring signaling. As previously discussed regarding some of the other hiring signals
presented in this chapter, hiring managers may need to use multiple hiring signals in
combination with each other during the selection process.

The value of certification as a hiring signal is only thought to demonstrate value if
it is perceived the same way by the employer and the applicant (e.g., provides a preferred
hiring status or higher earning potential) (Wiley, 1995). In the case of professional
accountants (e.g., those who worked in a field of public accounting and held the CPA
designation), earnings were found to be higher than those who were employed in non-

public accounting positions without the CPA designation (Aguinis et al., 2005). These
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findings may be an indicator that certification leads to higher wages, but further research
is still required.

Signal manipulation. Spence (1973) cautioned employers that signals can be
altered and suggested that some signals are more easily manipulated by the applicant than
others. He also proposed that applicants’ often face a signaling cost if they elect to
manipulate a hiring signal. For instance, if an individual invests in an academic
certificate or degree, this investment is often made based on the belief that future
employers will recognize the academic credential as a hiring signal, and in turn the
individual’s marketability, and/or earning prospects will be greatly improved. Job
candidates’ believe that these type of signals can be utilized by hiring managers, to
identify them out of a pool of applicants, when little else is known about an applicant;
especially if an organization uses a more formal hiring channel (Albrecht & Van Ours,
2006). However, it is important for hiring managers to understand that certain signals,
such as education, may not successfully differentiate one applicant from another. For
example, an accredited academic program is required to meet certain standards, but an
individual’s participation in the program itself does not ensure the individual obtained or
retained the desired knowledge and skills (Cohen, 2012). Hansen (2011) further
discussed how certain academic programs may only have a local reputation or are poorly
run (e.g., certain proprietary schools), which may taint the signaling value of the
education altogether. Therefore, the variables associated with education may not provide
hiring managers with a clear-cut understanding about what the education represents.
Some applicants may even lie about their educational background, which can go
undetected (Bangerter et al., 2012).
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Bangerter, Roulin, & Konig (2012) argued that, “personnel selection involves
exchanges of information between job market actors (applicants and organizations)” (p.
719). Applicants are not always motivated to provide accurate information during the
hiring process and there are multiple ways signal manipulation can occur. Some
applicants may simply omit information, while others may intentionally mislead the
potential employer. Applicants may purchase a fake degree and present it in a legitimate
manner (Attewell & Domina, 2011, Bear & Ezell, as cited in Bangerter et al., 2012, p.
724). Others may misstate job history or experience on their resume (Aamodt as cited in
Banangerter et al., 2012, p.724), or lie about their abilities during the interview process.
When applicants mislead hiring managers, the deceptive signals employers receive can
have long-term consequences for the employing organization (Bangerter et al., 2012).
The concept of signal manipulation explains why it is important to utilize signaling
theory as a framework toward understanding the perceived value of certification through
the lens of the hiring manager, and why hiring managers may prefer one hiring signal
over another. Cohen (2012) proposed, “Certification is but one piece to the puzzle,
education attainment is but one piece of the puzzle and experience is but one piece of the
puzzle” (p. 264). Wilkens (2013) concurred, noting that some employers value education
as a signal, other value certification and some employers value both.

Signaling theory in summary. Paxton (2012) made the following proclamation:
“I have not hired, fired, promoted or made any other employment decision solely on the
basis of someone’s certification status” (p. 279). Considering this statement, are their

other hiring managers who hold the same opinion? Paxton (2012) went on to say:
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...what I want to understand is whether employing an individual who is certified
will make a difference in how my HR organization will grow the firm’s
shareholder value. In other words, should | make an investment in developing my
staff to become certified or should | have candidates that are certified because
they are better able to deliver solutions that increase the performance and
profitability of the organization? (p. 279)
Based on the literature review completed for this study, Paxton was not alone in wanting
to grasp a better understanding about the value of certification. The purpose of this study
was to provide further insight into this value. In particular accounting paraprofessional
certification, from a hiring manager’s perspective. This study examined the correlation
between key value statements of certification (knowledge, competence, practice standard,
professional commitment) and a preferred hiring status (increases marketability).
Signaling theory provided the theoretical/conceptual framework. This framework
suggested that employers can use signals provided by job applicants in anticipating the
quality of a candidates KSAs, or to identify characteristics and traits that may otherwise
be unobservable. Ultimately, hiring signals appear to help hiring managers identify the
best available talent, and align the new hire’s compensation with his or her expected
future productivity in the organization (Spence, 1973). Since no known scholarly
research currently exists in the field of accounting paraprofessional certification, the use
of signaling theory was not only appropriate for this study, but it also has important
implications for future certification research in other occupations (Bangerter et al., 2012).
Latham (2012) proposed that studying HR certification “is a research agenda that should
prove valuable for doctoral students in HRM who are searching for dissertation topic of
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practical significant” (p. 270). While the focus of this research involves accounting
paraprofessional certification, the concepts between the two fields of study (i.e.,
accounting paraprofessional and HRM) are closely related. There is no universally
accepted model or single theory for examining the perceived value of certification, in any
field of study, from the hiring manager’s perspective. However, prior literature indicates
a need for certification, and/or licensure, to verify and validate generalize and/or
specialized knowledge that is indicative of the occupation (Delacruz, 2014). Signaling
theory provides a valuable foundation for additional certification research in yet another
field of study (e.g., accounting paraprofessional), and it allows accounting
paraprofessionals to be viewed through a more specialized, professional lens (Compton,

2000).

The Accounting Paraprofessional

Overview

Public accounting firms and industry have utilized accounting paraprofessionals
for many years; however, limited scholarly research exists in the theoretical body of
knowledge for this occupation. After an extensive search of existing literature, much of
what is available regarding accounting paraprofessionals was written in non-scholarly
publications several years ago. These publications were relevant to accounting
practitioners, but left a gap in the existing body of scholarly accounting paraprofessional
knowledge. In the absence of scholarly literature specific to the accounting
paraprofessional field of study, a limited body of scholarly literature for non-accounting
paraprofessionals was located and reviewed for this study, then applied to accounting
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paraprofessionals. The literature review for this study, noted the expanding role of
paraprofessionals in various occupational fields and the need for standards that identify
the knowledge and skills required for these positions (Christofferson, Christensen,
LeBlanc, & Bunch, 2012).

The first recognized professional accounting association in the United States
dated back to the late 1800’s. The Bookkeepers’ Beneficial Association of Philadelphia
(BBAP) was established in 1874 and was the first known bookkeeping association in this
country (Romeo & Leauby, 2004). Romeo and Leauby (2004) suggested that the
contribution this early professional accounting organization made to the field of
accounting had generally gone unnoticed. For example, the BBAP was the first
organization to recognize the field of accounting as a profession. The history of the
BBAP should be of interest to certifying agencies today, as the organization’s failure to
seek a professional status for its membership was considered to be a contributing factor
toward its membership decline and the associations eventual demise. Romeo and Leauby
(2004) contended that the dissolution of the BBAP was due to a lack of publicity,
professional recognition and competition from other respected, professional accounting
organizations (p. 20). The BBAP’s failure to distinguish its members from those in other
organizations was ultimately responsible for the end of this association. The history of
the BBAP is a valuable lesson for certifying agencies today about the importance of the
perceived value of certification for any profession.

Prior to 1880, public accountancy was a little known occupation in the United
States, even though it was well respected at the time in the United Kingdom. In many
areas of the country, the profession of public accountancy was not recognized at all. Lee
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(2007) asserted the lack of recognition for public accountancy in the United States was
due to the absence of a professional organization. The two recognized groups involved in
the accounting field during this time were auditors and bookkeepers. The perception of
public accounting as a profession had not yet surfaced and those who referred to
themselves as accountants worked in banks and stores or for the railroad. The majority of
accounting services provide during this time came from clerks and bookkeepers (Lee,
2007). It appears that bookkeepers actually provided most of the accounting services
required by employers and the term bookkeeper or accounting clerk was more recognized
and respected in many areas of the country, than public accountants. Lee (2007)
suggested that employers relied heavily on bookkeepers during this period. The role
bookkeepers or accounting clerks performed during this period has transcended into the
accounting paraprofessionals of today.

While the role of the accounting paraprofessional may not be much different than
it was in the 1800’s, the perception or professional status for this field has significantly
changed. Accounting paraprofessionals are no longer viewed as professionals; however,
they are still a critical component of today’s accounting workforce. Routine tasks are
often performed by accounting paraprofessionals. Therefore, when an organization
invests in accounting paraprofessionals as human capital, it becomes increasingly
important for employers to understand the investment they are making in order to

maximize an adequate return.
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Defining the Role of Today’s Accounting Paraprofessional

Accounting paraprofessionals are employed in a wide variety of organizations,
including government (U. S. Department of Labor, Bureau of Labor Statistics, 2013).
However, for the purpose of this study, accounting paraprofessionals were considered to
be employed in either public accounting or in industry. Accounting paraprofessionals are
defined as individuals who provide accounting support services of a routine nature for an
organization. Accounting paraprofessionals normally require less expertise compared to
that of the professional accountant and typically have less accounting education and
training. Because accounting paraprofessionals face lower job requirements than the
professional accountant, these individuals are not considered a professional member of
the public accounting firm or industry organization (Loeb & Rymer, 1973). Compton
(1980) suggested the value of the accounting paraprofessional, especially in a public
accounting firm, is still significant and should not be minimalized. When a public
accounting firm uses the accounting paraprofessional to perform routine, repetitive
activities, instead of utilizing the higher paid, entry-level, professional accountant; the
cost savings strategy for the firm and the firm’s clients can result in a competitive
advantage for the firm (Compton, 1980, 2000). With the expected growth in business as
well as the increase in government regulation, the demand for accounting
paraprofessionals will continue to rise (U. S. Department of Labor, Bureau of Labor

Statistics, 2013).
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Determining Knowledge and Skills of the Qualified Accounting Paraprofessional
Accounting paraprofessionals, also known as bookkeepers or clerks, provide a
wide range of tasks supporting the accounting activities of the organization. The skills
generally required for positions in this field are basic math, computer skills and
experience with industry software, such as spreadsheet applications and general ledger
accounting software packages. Attention to detail is equally important (U. S Department
of Labor, Bureau of Labor Statistics, 2013). With more and more employer’s seeking to
hire the “best and the brightest” (Cook & Finch, 1994, p. 136), it is important for
employers to have a method of distinguishing the knowledge and skills accounting

paraprofessional applicants present.

The Stakeholders of Accounting Paraprofessional Certification

Many stakeholders are involved in the accounting paraprofessional certification,
value chain. Stakeholders include: (1) prospective certification candidates, (2) the
certified employee, (3) the current or future employer, (4) academia, (5) clients or
customers of an organization, and (6) certifying agencies (Wierschem et al., 2010). The
employer may be the most significant stakeholder in this process, as they hold the key to
employment opportunities. Without the employer acknowledging value in a certification,

the value chain for this certification may eventually erode (Wiley, 1995).

59

www.manaraa.com



History of Certification
Overview

Although various studies involving the value of certification from the certified
individual exist, the employers’ perceived value of certification remains unclear. Much
of the prior literature has focused on certification from an employee’s perspective as well
as the variables of job skills and education (Wierschem et al., 2010). This area of focus
has added limited information to the body of certification knowledge, but it has not
clarified the overall value of certification, or the perceived value of certification from the
hiring manager’s perspective. Since hiring managers are the gatekeepers to employment,
their perception regarding the value of any certification is significant and may ultimately
be the key to a certification’s longevity.

Certification appears to be a useful screening tool that employers can use during
the hiring process. Certification defines a minimum set of knowledge and skills that the
certified employee can demonstrate he or she has obtained. Certification is thought to
increase the probability that the employer will make a good investment by selecting the
best employee for the job (Wiley, 1995). Jarrar (2002) proposed employer’s need to
“recruit the best people” (p. 327). Certification is a way that hiring managers can
validate an employee’s expertise (Knapp & Naughton, 2010). Certification also provides
“relevant social cues that assist decision making under uncertainty” (Polidoro, 2013, p.
599). As logical as these arguments sound, no empirical evidence exists to date to
support the value of certification with regard to hiring accounting paraprofessionals from
the employer’s perspective. This study sought to empirically close the gap of scholarly
knowledge in this area.
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Certification Versus Licensure

Certification and licensure are two ways that individuals can demonstrate
professional competency. Certification provides participants with a voluntary
opportunity to demonstrate their knowledge and skills in a particular field. Certification
is acquired through a certifying agency, which may be created by a professional, trade or
vocational association. Certifying agencies verify an individual’s competencies in their
profession and in doing so enhances the certified individual’s professional image
(Lengnick-Hall & Aguinis, 2012; Lester et al., 2011; Wiley, 1995).

Licensure, on the other hand, is a requirement for an individual working in a
profession. Doctors, lawyers, nurses, teachers and certified public accountants are all
examples of licensed professions. Licensure involves a certifying agency that oversees
the profession and licensing process (Rogers, C. O., 2014). Licensure is awarded to an
individual after he or she meets education and experience requirements as well as passed
a standardized exam (Williams & Counts, 2013). The intent of licensure is to eliminate
individuals from the profession who are deemed incompetent (Wiley, 1995). Another
objective of licensing is for individuals to demonstrate their knowledge and skills, similar
to certification, however, licensure is further meant to protect the public from receiving
inferior or harmful services (Wiley, 1995). Williams and Counts (2013) expanded the
discussion, by proposing that licensure strictly validates a minimum knowledge standard,

while certification indicates a higher level of knowledge or expertise.
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Certification Versus Education

For many years, research about certification was discussed through the lens of
education (Fertig, 2009). Certification was once associated with technical and vocational
education (Cheng et al., 2012). The primary goal of business education has been and
continues to be the preparation of graduates for employment (Abraham & Karns, 2009).
Certification has often been part of this preparation process. Accounting, commonly
known as the language of business, provides stakeholders a better understanding about
the overall organization (Vargas-Hernandez & Noruzi 2010). Therefore, it is important
that individuals involved in the field of accounting (professional or paraprofessional) are
equip to perform the required tasks and communicate information appropriately.
Education is one way to ensure accounting paraprofessionals have the necessary
knowledge and skills to perform according to the expectations of today’s organizations.
Education in this study was defined as a training service (Vargas-Hernandez & Noruzi,
2010).

Professionals acquire knowledge through both formal education and on-the-job
training (Hitt, Bierman, Shimizu, & Kochhar, 2001). Formal education provides
individuals the ability to learn information that they can easily transmit to others, either in
writing or verbally. On-the-job training generally produces tacit knowledge, which
individuals may or may not be aware they hold. Tacit knowledge can be difficult to
express. For the purpose of this study, knowledge and skills gained from on-the-job
training was classified as experience, since it is consider difficult to adequately

communicate tacit knowledge to employers during the interview process.
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The educational requirements for an accounting paraprofessional are typically
low. Compton (2000) explained that the education for accounting paraprofessionals
varies. According to the U.S. Department of Labor, Bureau of Labor Statistics (2013),
most employers hire individuals with only a high school diploma, although preference
may be given to applicants with additional college or technical school training.
Postsecondary training that involves accounting is also desired. As last reported in 2009,
25 percent of individuals classified as accounting paraprofessionals held an associate’s
degree or higher. Many individuals who entered the accounting paraprofessional field
received some type of on-the-job training as well (U. S. Department of Labor, Bureau of
Labor Statistics, 2013).

Since knowledge and skills in the accounting paraprofessional field can be
acquired through formal education, certification is a way for the employer to measure the
expected outcomes of knowledge and skills through third-part verification (Daniels,
2011). Berman and Ritchie (2006) stated the “concept of competence or standard for
excellence in business ” is not new to the world of education. Educators know that
competencies are used in business for a variety of activities: (1) hiring, (2) determining
compensation, (3) assessing training needs and outcomes, and (4) strategic planning (p.
205).

While education is an important hiring signal, it may no longer be enough to
prove to employers that applicants have the knowledge and skills needed to be successful
upon joining the organization. More and more, employers are looking for valid and

reliable evidence that applicants hold a certain level of proficiency in their field.
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Certification is one way for employers to receive validation of the required knowledge

and skills (Boyd, Boyd, & Berry, 2009).

Certification Versus Experience

Currently, educational requirements for entry into the accounting paraprofessional
field are low. In 1999, Lewis & Clark Research completed a survey for the American
Institute of Professional Bookkeepers (AIPB), the certifying agency for the accounting
paraprofessional designation: Certified Bookkeeper (CB). The results from this survey
indicated that accounting paraprofessionals learned bookkeeping skills almost completely
through on-the-job training or a mixture of on-the-job training and formal education.
Less than nine percent of the respondents from the AIPB (1999) survey stated they had
gained their bookkeeping knowledge and skills entirely through formal education
(American Institute of Professional Bookkeepers, 2007).

The AIPB study considered knowledge and skills gained from on-the-job training
as experience rather than education (American Institute of Professional Bookkeepers,
2007). On-the-job training is a method to increase knowledge; however, it is often
difficult for individuals to adequately communicate this knowledge to employers during
the interview process. The experience gained from on-the-job training activities may be
easier for the applicant to relate to employers and for employers to understand from the
perspective of experience (Hatch & Dyer, 2004).

On-the-job training provides two challenges for employers. First, employers need
to determine how to verify the newly acquired knowledge and evaluate skill proficiency.

Second, employers face the challenge of how to prevent current employees from taking
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their newly acquired on-the-job training skills or human capital investment elsewhere
(Hatch & Dyer, 2004). Certification is a way for employers to solve both of these
problems. First, certification allows hiring managers to validate an applicant’s
knowledge and skill proficiency. Certification helps employers properly assess and value
the results of on-the-job training. Employers typically pay less upon hiring when they
know an additional training investment is required. However, once additional training
has been completed, employers may not reassess or revise the employee’s compensation.
The failure to properly reassess an employee’s value may lead the employee to take their
human capital investment elsewhere. Certification is a method of valuation for on-the-
job training or experience that employers can use as a initial signal upon hiring or as an

on-going signal for retaining current employees (Hatch & Dyer, 2004).

Accounting Paraprofessional Certifications

Hutchinson & Fleischman (2003) suggested that certification should be selected
based on how it will improve an individual’s marketability or increase opportunities for
their advancement. In the accounting paraprofessional field, several opportunities for
certification ranging from general bookkeeping skills to more specialized certifications
such as payroll and software applications. Many accounting paraprofessional
certifications can help the certified individual distinguish themselves from others in their
field as well as serve as signals to potential employers about the knowledge and skills the
applicant brings with them upon joining the organization. However, the question for
employers remains; Which accounting paraprofessional certifications hold value to the

organization? The differences between certifications can be determined as follows: (1)
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scope of the certification designation (national or international), (2) competencies
examined, (3) certification requirements, (4) preparation required, (5) time required, (6)
number of exams, (7) exam administration method, and (8) continuing education
requirements (Boyd et al., 2009; Wiley, 1995). The differences in certification criteria

may also influence the perceived value of the certification.

The Value of Certification

The hiring managers’ value of accounting paraprofessional certification can be
partially related to the competencies the certification implies about the applicant. The
more reliable or trustworthy the certification is in measuring the knowledge and skills of
the certified individual, the more value it brings to the potential employer (Goetz, Zhu,
Hampton, Chatterjee, & Salter, 2011). Osterwalder (2001) explained that trust is a “risky
investment” as those who invest in trust can be disappointed (p. 37). If employers rely
on certification as a signal for hiring qualified employees, it is important that they trust
their investment decision will be accurate. Understanding the advantages and
disadvantages of certification for the employee and the organization can help hiring

managers better evaluate the trust they place in a particular certification.

Advantages of Certification

Certification can benefit both the individual and the organization in a variety of
ways. For the individual, certification can mean more marketability of employment, and
higher earning potential (Coe & Delaney, 2008). Certification can be a way for the
individuals to demonstrate their knowledge and skills to potential employers as well as
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create more opportunities for advancement on the job (Coppage et al., 2012). Some
employees have seen certification as a way to gain professional recognition or prestige
(Baretich, 2012).

Certification provides benefits to the organization as well. Relying on an
independent validation system regarding the knowledge and skills the employee brings to
the organization, provides a signal to employers who desire hiring the best talent (Knapp
& Naughton, 2010). Employees who seek certification tend to demonstrate a level of
commitment and motivation that hiring managers can use to predict if presented
knowledge and skills will carry over into performance. Maintaining certifications often
requires that employee’s complete continuing education. Employees who regularly
update their skills by completing the continuing education requirements of certification,
send an on-going signal to their employers that the organization’s human capital assets
are up-to-date. Ultimately, many employers hire certified employee as a way of

obtaining a long-term competitive advantage (Davenport, 2006).

Disadvantages of Certification

Disadvantages of certification exist from both the individual and organizational
perspectives. Disadvantages of certification for individuals include: (1) prospective
certification candidates may find the process too difficult and fail to finish the process
(Sahlein, 2006), (2) no guarantee exists that certification will lead to career advancement,
(3) no guarantee exists that certification will lead to increases earnings, and (4) no
guarantee exists that certification will lead to professional recognition (Wiley, 1995).

From the organization’s perspective, some of the advantages to certification for the
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individual can be disadvantages for the organization. For example, the expectation of
higher wages by the certified employee requires the employer to meet these demands in
order to hire or retain the best talent. Likewise, when an employer uses certification as a
hiring signal, then other employers can use this same signal to relocate the certified
employee to a new firm. Furthermore, some firms may be located in a geographical area
where certified employees do not exist; therefore availability of certification in a
particular field is irrelevant for hiring purposes (Sahlein, 2006), Finally, assessments
from some certifying organizations may not truly measure the individual’s competencies
or match demonstrated effectiveness in the workplace (Kolo, 2006). Cohen (2012)
proposed that certification may not always be significant in hiring and promoting
certified candidates. The individual’s ability to be effective on the job may be more
important.
Summary

Professional certifications can offer individuals recognition and credibility in an
employment field. Certification can also be a signal to employers about the level of
knowledge and skills the applicant brings with them when joining the organization.
Various theories, including human capital theory, resource-based view and signaling
theory have been presented within certification literature about the competitive
advantages that voluntary employee certification provides to an organization. However,
little is really known about the overall value of voluntary certification to employers, and
no prior research exists about how hiring managers value accounting paraprofessional
certification. Since hiring managers are the gatekeepers to employment with
organizations, the value that hiring managers’ place on voluntary certifications during the
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hiring process is important, especially when other hiring factors exist such as education
and experience. Prospective certification candidates, certified employees, employers,
hiring managers, academia and certifying agencies can all benefit from gaining a better
understanding about the value of voluntary certification to an organization. In order to
bridge the gap in existing theoretical certification knowledge, this study sought to add to
the existing body of certification knowledge by identifying the value of certification
hiring signals to employers from yet another field of study. More specifically, by
applying the signaling theory to explore the correlation, between hiring managers’ self-
reported value of certification as a signal of a candidates specialized knowledge,
accounting competence, attainment of practice standard, and professional commitment,
compared to hiring managers’ views toward the certified candidates receiving a preferred

hiring status (increases marketability).
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CHAPTER 3. METHODOLOGY
Research Design

This correlational study used quantitative survey methodology to collect data for
the purpose of exploring the relationships between hiring managers’ self-reported value
of four accounting paraprofessional certification hiring signals (knowledge, competence,
practice standard and professional commitment) and hiring managers’ self-reported
opinion regarding a preferred hiring status (increases marketability) for certified
candidates. More specifically, this study explored hiring managers’ self-reported value of
accounting paraprofessional certification involving four specific certification hiring
signals: knowledge, competence, practice standard and professional commitment in
correlation to hiring managers’ self-reported opinion that certification provides the
certified candidate a preferred hiring status (increases marketability). The four value
statements of: (1) validates specialized knowledge, (2) indicates level of accounting
competence, (3) indicates attainment of practice standard, and (4) provides evidence of
professional commitment where selected as key hiring signals based on a high percentage
of employer agreement from past research (Bekemeier, 2007; Byrne et al., 2004; Sechrist
& Berlin, 2006; Sechrist et al, 2006).

A survey design is commonly used to collect information from a population, than

the collected data is utilized to identify characteristics and relationships (Cooper &

70

www.manaraa.com



Schindler, 2006; Leedy & Ormrod, 2005; Swanson & Holton, 2005). A survey is an
appropriate research design for this study. An existing survey instrument, the Perceived
Value of Certification Tool (PVCTe), which had previously been utilized to examine the
perceived value of certification in other research was used to collect data that measured
the variables in this study (Bekemeier, 2007; Byrne et al., 2004; Ellis, 2015; Fox, 2010;
Gaberson et al., 2003; Messmer et al., 2011; Niebuhr & Biel, 2007; Rogers, T. J., 2014;
Sechrist & Berlin, 2006; Sechrist et al., 2006; Williams & Counts, 2013).

The target population for this study was CPA hiring managers in the State of
Texas, who were members of the Texas Society of Certified Public Accountants
(TSCPA). CPA hiring managers were chosen because they can work in either public
accounting or industry, and they were reasonably easy to identify and contact. Prior
certification research also successfully utilized a sample population from the TSPCA
database (Cory & Huttenhoff, 2011). For the purpose of this study, hiring managers were
defined as those individuals who currently hire or have previously hired accounting
paraprofessionals.

Through a stratified sampling technique, a working population was computer-
generated by TSCPA, which included individuals who held the designation CPA for
more than five years, were members of the TSCPA and employed in public accounting or
industry. TSCPA identified 15,684 individuals meeting the above criteria out of a total
membership population of approximately 27,000. TSCPA then conducted another
computer-generated random sample of this population, which created a database of 1,498

hiring managers for the study.
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Random sampling is an appropriate design for use with the PVCT®© instrument
(Competency and Credentialing Institute, 2015; Leedy & Ormrod, 2005). Leedy &
Ormrod (2005) explained there are many variances of random selection. This study
utilized a stratified random sampling technique as had previously been performed in other
certification studies (Sechrist & Berlin, 2006; Sechrist et al., 2006).

The Competency and Credentialing Institute (CCI) who owns and controls the
PVCT® survey instrument, provided permission to use of the PVCT® in this study. The
CCI (2015) also provided the researcher with a summary of prior studies that had utilized
this tool to examine the perceived value of certification for both certified individuals and
employers. Based on a statement from the CCI (2015), the PVCT® instrument was
expected to generate minimal bias when random sampling was involved. The CCI’s
(2015) statement was further supported through a review of scholarly research, as no
evidence of sampling bias was identified in studies that utilized the PVCT®© instrument
(Bekemeier, 2007; Fox, 2010; Gaberson et al., 2003; Messmer et al. 2011; Niebuhr, &
Biel, 2007; Sechrist & Berlin, 2006; Sechrist et al. 2006).

A single survey approach, using the PVCT®© instrument, was applied to this
study. A survey approach was deemed appropriate because: (1) it was utilized in other
certification studies involving the perceived value of certification (Bekemeier, 2007;
Fertig, 2011; Fertig, 2009; Fox, 2010; Gaberson et al., 2003; Roberts, 2005; Sechrist et
al., 2006); and (2) it provided the data to explore the correlation between identified hiring
signals of certification (knowledge, accounting competence, practice standard,
professional commitment), and hiring managers’ attitudes toward a preferred hiring status
(increases marketability). A single survey approach was a requirement of the database
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usage agreement. The database rental agreement allowed the researcher to contact
potential respondents one time, by United States postal mail. No other methods of
contact were allowed, and no follow up contact was permitted.

Participants for this study received an invitation to participate by postal mail.
Those who chose to participate were directed to a SurveyMonkey® web link to
participate in the survey. The survey opened with the Capella University required and
approved informed consent statement. Once participants read and accepted this statement,
they were directed to the next part of the survey. The second part of the survey asked
respondents a qualifying question about the respondent’s role in hiring accounting
paraprofessionals. Those who answered “No” to the qualifying question about their
hiring manager role (current or past) were automatically exited from the survey.
Individuals who had not acted in the role of hiring accounting paraprofessionals were not
eligible to participate. Those participants who answered “Yes” to the qualifying question
were eligible to take the survey and SurveyMonkey® advanced respondents to the next
question.

Participants deemed eligible to continue with the survey were asked one
employment demographic question. The employment demographic question asked
participants’, if they worked for a Public Accounting Employer or an Industry Employer.
Respondent’s answer to the employer demographic question did not disqualify them from
participating in the survey. This demographic information provided additional insight
into the study’s overall findings.

After completing the demographic question, participants were asked to respond to
18 value statements presented in the PVCTO survey instrument. The PVCT® value
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statements were replicated in SurveyMonkey©, however, these value statements in
SurveyMonkey®© were presented one question at a time, rather than in the original survey
tool’s single page format. The PVCT® survey tool collected responses using a five-point
Likert-type scale. Respondents could select from the options of Strongly Agree, Agree,
Disagree, Strongly Disagree and No Opinion in this a left to right presentation format.
No Opinion was presented as the far right end-point, rather than in a mid-point (neutral)
position. The presentation order of the PVCT®© response options will be discussed
further as a potential limitation of this study in Chapter 5.

Based on prior studies that utilized the PVCT®© survey instrument, responses of
No Opinion were treated as missing data and the five-point Likert-type scale was
condensed to a four-point scale of Strongly Agree = 4, Agree = 3, Disagree = 2 and
Strongly Disagree = 1 (Competency and Credentialing Institute, 2015; Sechrist & Berlin,
2006). The original intent of this study proposed to handle the coding of the data in a
similar fashion. However, after an extensive literature review, the researcher chose to use
a more traditional Likert-type scale approach, incorporating a five-point scale with the No
Opinion option treated as a neutral response, rather than missing data. The purpose of
utilizing a traditional Likert-type scale approach was to measure any affect that the No
Opinion response might have on the findings of this study. Cox, MciIntosh, Reason, &
Terenzini (2014) explained that incomplete or missing responses will occur.
Respondents might skip a survey question or simply refuse to answer. How missing data
are handled can influence research findings. While no one approach for handing missing
data can effectively remove potential biases associated with non-responses, this
researcher chose to address any concerns about missing data with a traditional listwise
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approach (Cox et al., 2014). Cox, Mclntosh, Reason, & Terenzini (2014) referenced the
handling of missing data by suggesting that researchers, at times, tend to “ignore — a
problem for which there is no perfect solution” (p. 378). Prior studies where the PVCTO
No Opinion response was treated as missing data (CCI, 2015) not only appeared to ignore
No Opinion as a valid response, but those studies also did not provide a means for
distinguishing actual non-responses from a response of No Opinion. This study did not
want to risk ignoring any given response.

The five-point Likert-Type scale value statements selected for analysis in this
study involved Strongly Agree = 1, Agree = 2, No Opinion = 3, Disagree = 4 and
Strongly Disagree = 5. The coding order for this study was assigned by
SurveyMonkey®, based on the presentation of the response options, with the exception
of missing data. Missing data was not coded by the SurveyMonkey® application. While
traditional Likert-type scales typically follow a reversed coding pattern (Strongly
Disagree = 1, Disagree = 2, No Opinion = 3, Agree = 4 and Strongly Agree = 5) (Joshi,
Kale, Chandel, & Pal (2015), Likert-type scales have been coded in the same manner as
presented in this study. A more significant consideration for this study was the handling
of the No Opinion responses and the treatment of missing data. This study chose to use a
traditional Likert-type scale approach, that treated No Opinion in the neutral position,
when coding the scale results, compared to some past PVCT® studies that treated No
Opinion as missing data (Competency and Credentialing Institute, 2015). The treatment
of No Opinion in this study allowed the researcher to identify actual No Opinion
responses, which might have influenced the findings, from non-responses (No Answers),
which were actually missing data. No bias was expected to result from the method of
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coding data in this study. Any bias that might have occur would more likely have been
the result of the response statements order of presentation, Strongly Agreed to Strongly
Disagree (positive to negative) with No Opinion as the end-point (Friedman, Herskovitz,
& Pollack, n.d.); Frey 2013; Weijters, Geuens, & Baumgartner, 2013) or from the
inappropriate treatment of missing data (Cox et al., 2014). SurveyMonkey®
automatically coded the data in the order of presentation, starting with Strongly Agreed =
1, Agreed = 2, Disagreed = 3, Strongly Disagreed = 4, and No Opinion =5. Due to the
desired traditional Likert-type scale treatment of No Opinion as a neutral response, the
downloaded data from the SurveyMonkey® response of was No Opinion was recoded
froma 5 to a 3, which changed the Likert-type scale coding as follows: Strongly Agreed
=1, Agreed = 2, No Opinion = 3, Disagreed = 4, and Strongly Disagreed = 5.
SurveyMonkey® did not code missing data. Missing data fields were left blank. In order
for SPSS to perform analysis calculations, the missing data fields required coding. For
the purpose of this study, missing data only involved non-responses. Missing data for
non-responses was coded as a 6. In SPSS, missing data required identification in the
software. Assigning a code for missing data, allowed proper identification of non-
responses. There was no missing data involved for the value statements examined to
answer the research questions in this study (knowledge, competence, practice standard,
professional commitment, marketability). A listwise deletion process was later used
during the analysis computations to handle any missing data.

Listwise deletion, a selection option in SPSS, only uses complete cases for
analysis. The listwise deletion approach to missing data is one of the most commonly
used tactics for dealing with missing data (Cox et al., 2014). This process of handling
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missing data is popular because it is easy to apply and can be used with any kind of
statistical analysis (Cox et al., 2014). In this study, there was no missing data for the
studied variables of knowledge, competence, practice standard, professional commitment
or marketability. There were limited missing data for some of the other PVCT® variables
discussed in Chapter 5, but any missing data had no effect on the variable’s involved in
this study, their analysis or the reported findings.

Likert-type scales were first designed to alleviate the need for evaluators in
research (Edmondson, Edwards, & Boyer, 2012). They are one of the most used
psychometric tools in educational and social science research (Joshi et al., 2015). Rating
scales, such as a Likert-type scale, are often used to measure respondent’s attitudes
(Croasmun & Ostrom, 2011). These scales provide the order of respondents’ attitudes,
but they cannot measure differences between the responses (Thomas, 2011). Therefore,
Likert-type scales, like the PVCT®, are ordinal in nature, which means that they require
the use of non-parametric measurements for analysis purposes (Edmondson et al., 2012;
Thomas, 2011). While non-parametric measures are less “authoritative” than parametric
measures (Thomas, 2011, p. 253), they do provide the researcher an ability to describe
the data and determine relationships.

Since this study involved exploring the relationships, between hiring managers’
self-reported value of four key accounting paraprofessional certification hiring signals
(knowledge, competence, practice standard and professional commitment) and hiring
managers’ self-reported opinion regarding a preferred hiring status (increases
marketability) for certified candidates, Spearman’s rho, a non-parametric correlation
measurement, was utilized. The correlation or relationship between variables for the
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research sub-questions were measured using Spearman’s rho and the primary research
question was answer based on the findings of the subquestions. The primary research
question encompassed all of the variables involved in the subquestions.

Spearman’s rho correlation, a nonparametric statistical test was used to measure
two of the ordinal variables at a time (Cooper & Schindler, 2006; Leedy & Ormrod,
2005). The variables of knowledge, competence, practice standard, and professional
commitment were examined in relationship to the variable of a preferred hiring status
(increases marketability). The four value statements (knowledge, competence, practice
standard, and professional commitment) were identified as key certification hiring signals
in prior research (Bekemeier, 2007; Byrne et al., 2004; Sechrist & Berlin, 2006; Sechrist
et al, 2006). This study determined if a correlation existed between each of the four value
statements (knowledge, commitment, practice standard and professional commitment)
and a preferred hiring status (increases marketability).

In this study, when a correlation or relationship existed, then the null hypothesis
was rejected. A positive correlation existed between each value statement involving
knowledge, competence, practice standard, professional commitment and marketability;
therefore, the null hypothesis for each of the sub questions and the primary research
question were rejected. 1f no correlation or relationship had existed between variables
(rs = 0), then the null hypothesis would not have been rejected.

Descriptive statistics, including median, frequency, interquartile range and
percentage of agreement were used, as appropriate, to describe the data (Bekemeier,
2007; Edmondson et al., 2012; Sechrist & Berlin, 2006). Median is the appropriate
measure of central tendency when dealing with ordinal data and percentiles or
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interquartile range describe the variability in the data (Edmondson et al., 2012). It is
important to note, “correlation does not necessarily indicate causation” (Leedy &
Ormrod, 2005, p. 267). Inthis study, it was not statistically possible to determine if one
variable causes another (Bartlett, 2012). Therefore, this study only discussed the
relationship found between the four variables of knowledge, commitment, practice
standard and professional commitment, and a preferred hiring status (increases
marketability). Future research would be required in order to determine if one or all four

variables caused a preferred hiring status (increases marketability).

Population/Sample

The target population for this study involved individuals who held the CPA
designation in public accounting or industry, were members of the Texas Society of
Certified Public Accountants (TSPCA) and were currently or had been involved in hiring
accounting paraprofessionals. According to TSCPA, “there are roughly 27,000 members”
in the TSCPA membership database and 15,684 members met this study’s desired
population criteria. This sampling frame was representative of the target population.
Leedy & Ormrod (2005) discussed that once a population size reaches a certain point, the
sample size of the population is “irrelevant” (p. 207). Having an estimated count (rather
than an exact count) for the target population did not negatively affect this study.

As previously stated, the sample population involved CPA hiring managers of
accounting paraprofessionals (in public accounting or industry), and those hiring
managers who were members of the Texas Society of Certified Public Accountants
(TSCPA). Participants for this study also held the CPA designation for five or more
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years. TSCPA members, who held the CPA designation for less than five years were
considered entry-level employees, assumed to have limited, if any, hiring experience.
Only TSCPA members, who held the CPA designation, for five or more years were
included in this study’s database. The purpose of eliminating respondents, who held the
CPA designation for fewer than five years; was to increase the number of participants
who answered “Yes” to the qualifying survey question, “Are you or have you ever been
responsible for hiring accounting paraprofessionals, such as accounting clerks, accounts
receivable clerks, accounts payable clerks, payroll clerks, inventory clerks, bookkeepers,
or any other accounting support staff for your organization?”

In general, those in academia (faculty members) do not hire or supervise
accounting paraprofessionals, therefore, these individuals were excluded from the
database for this study. Due to the uncertainty behind how long someone listed as
“retired” may have been out of the workforce, those identified as retired were also
excluded from the database. Members of TSCPA reside primarily in the State of Texas;
however, TSCPA’s membership does include members who reside outside the State of

Texas. Residency did not exclude respondents from participating.

Instrumentation/Measures
The Perceived Value of Certification Tool (PVCT®©) was selected for use with
this study in order to determine the correlation, if any, between four of the 18 PVCT©
value statements: knowledge, competence, practice standard, professional commitment
and the preferred hiring status of increases marketability. These value statements were
identified as possible key hiring signals based on a high percentage of employer
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agreement in prior research (Bekemeier, 2007; Byrne, et al., 2004; Sechrist & Berlin,
2006; Sechrist et al., 2006). The PVCT®© survey tool was originally developed for use in
determining the perceived value of nursing certification by the Competency and
Credentialing Institute (CCI); however this instrument has been used in non-nursing
certification studies as well (Fox, 2010). The PVCT®© contains 12 intrinsic value
statements and 6 extrinsic value statements related to the perceived value of certification
as shown in Figure 2 on page 82. The key variables identified for this study involved the
intrinsic variables of knowledge, competence, practice standard and professional
commitment, in relationship to the extrinsic variable of increases marketability.

Permission to use the PVCT®© survey tools was granted on July 30, 2015. The
PVCT®O survey tool was used in its original form, with the exception of the word clinical
being changed to accounting in order to be appropriate with this research study’s
audience. The PVCT® survey tool used 18 previously tested value statements with a
Likert-type scale ranging from strongly agree, agree, disagree, strongly disagree and no
opinion. Likert scales are affective for collecting ordinal data about attitudes and
preferences (Cooper & Schindler, 2006). After an extensive literature review, and review
of several existing survey instruments, the researcher concluded that the PVCT®© survey
tool was a good fit for this study.

The PVCTO survey instrument was accompanied with questions developed by
the researcher and based on existing studies about the respondent’s qualifications to
participate in the study. A demographic question regarding the respondent’s employment
was incorporated in the survey in order to view responses based on employer type (public
accounting or industry) as well as responses in total. The first question in the survey
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identify those participants who were not involved in the hiring of accounting
paraprofessionals. Every effort was made for the survey to reach only qualified
participants’; however, the researcher was aware that some members of the database may
not meet the qualification for hiring manager. The qualifying question in the survey
simply helped to remove any unqualified responses from the results. The survey was
expected to take approximately 10 minutes to complete, which was within the guidelines

suggested by Rea and Parker (2005). Most respondents completed the survey in less than

10 minutes.
(18) PVCTS Value Statements
(12) Intrinsic Value Statements (6) Extrinsic Value Statements
‘alidates specialized knowledge Promotes recognition from peers
Indicates level of accounting competence Promotes recognition from other accounting

professionals

Indicates aftainment of a practice standard

Promotes recognition from employers

Enhances professional credibility

Increases consumer confidence

Enhances feeling of personal accomplishment

Increases marketability

Enhances personal confidence in accounting abilities

I Increases salary

| Provides personal satisfaction |

Provides professional challenge

Enhances professional autonomy

Indicates professional growth

Provides evidence of professional commitment

I Provides evidence of accountability |
Note: Figure based on PVCTT, Competency and Credentialing Institute (2015)

Figure 2. PVCTO® Value Statements
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Data Collection

A single survey approach, using the PVCT® instrument was used for this study.
A survey approach was deemed appropriate because the PVCT® was used in prior
perceived value of certification studies (Bekemeier, 2007; Biel, 2007; Byrne, et al., 2004;
Fox, 2010; Gaberson, et al., 2003; Roberts, 2005; Sechrist, et al., 2006). Additionally,
the PVCT®© provided the data to explore correlation between intrinsic values of
certification (knowledge, competence, practice standard and professional commitment)
and the extrinsic value of certification, regarding hiring managers’ attitudes toward a
preferred hiring status, (increases marketability) for the certified candidate. Data
collection activities for this study were performed over a three-week period, after
receiving approval to conduct the study by the Capella University Institutional Review
Board (IRB). Since the survey participants’ email addresses were unavailable, per the
TSCPA database contract, participants were contacted by postal mail. The survey
invitation letter provided details about the survey, an invitation to participate, and a link
to the web-based survey. A one-week timeframe was allocated for the delivery of the
initial survey invitation letter. Web-based surveys have been touted as saving time with
regard to collecting completed survey data; however, the response rate for web-based
surveys has been noted to improve when available over two weekends (Schonlau,
Fricker, & Elliott, 2002). Therefore, a 20-day period was allocated for participants to
complete the web-based survey from the mailing date of the initial contact letter. Due to
the restrictions of the database rental agreement, only one mailer was allowed.

Data was collected using a secure, web-based survey provider called
SurveyMonkey®. The invitation letter explaining the nature of the study, and requesting
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participants to complete the web-based survey was mailed to the 1,498 participants.
Responses were collected over three weeks from the original mailing. This was a similar
timeframe used in other PVCTO studies (Bekemeier, 2007). The survey was conducted
in English. The study assumed that all surveyed participants were able to read and write
in English as their primary language or they were bilingual, with English as their
secondary language. Participants were informed that the survey responses were
anonymous and confidential. Participants were also informed that involvement in this
study was strictly on a volunteer basis and they were given the opportunity to opt-in or
opt-out at any time.

Survey participants were instructed that they could elect to contact the researcher
for a copy of the survey results if desired. The researchers email address was included in
the invitation letter. Only one potential participant contacted the researcher in order to
verify the legitimacy of the survey request. Once the research validated the legitimacy,
the potential respondent agreed to participate. The researcher is not aware if this
individual actually participated or not, since the participant responses were anonymous.
No other contact between the researcher and the survey participants occurred, other than
the initial invitation mailer, the participant who contacted the researcher about the
legitimacy of the survey, and the potential request by a participant for a copy of the
results.

Upon completion of the survey window, survey data were coded and download
into Excel® and SPSS software format for analysis. The coded data resides in various
SurveyMonkey® download file formats, on the researcher’s computer, and in back-up
files in the researchers’ secured Dropbox® data storage on the cloud. The data also
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resides on the researcher’s secured accounted in SurveyMonkey®. Only the researcher
has access to this information, as all of the applications (the researcher’s computer, cloud
back up and SurveyMonkey® account) are password protected.

The PVCTO is a Likert-type scale with the responses collected for this study to
the variables of knowledge (K), competence (C), Practice Standard (PS), Professional
Commitment (PC) and Marketability (M) treated as ordinal-level data. For correlational
studies, the findings can indicate relationships, but those relationships do not necessarily
provide causation (Leedy & Ormrod, 2005). Therefore, the variables in this study do not
truly reflect independent variable(s) (the variable(s) that causes a change in the dependent
variable) or a dependent variable (the variable affected by the independent variables).
This study strictly focused on the relationship, if any, between the four variables of
knowledge, competence, practice standard and professional commitment compared to a
preferred hiring status (increases marketability). Future research would be required to

look at causation between these variables.

Data Analysis

Early in this study, an appropriate sample size was calculated. A sample size of
400 was determined to be more than adequate for a population greater than 5,000 (Gay &
Airasian, 2003). SurveyMonkey® (2015) provided an online sample size calculator,
which suggested a similar size sample of 375 for a confidence level of 95 percent, with a
5 percent margin of error. Rea and Parker (2005) recommended a sample size of 370 to
377 for a population of 10,000 to 20,000 with a +5 percent margin of error. This study’s
total qualifying population was 15,684. Therefore, the TSCPA’s sample database of
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1,498 seemed appropriate to achieve the desired sample size; however, a G*Power3
calculation was also performed prior to finalizing the database rental agreement.

The response rates on previous PVCT® certification studies had ranged from 12.1
percent to 61 percent (Bekemeier, 2007; Byrne et al., 2004); Gaberson et al., 2003;
Messmer et al., 2011; Niebuhr & Biel, 2007), with a mean of 35.67 percent. A
G*Power3 calculation was completed prior to the start of this study, with an alpha of .05,
power of .80 and an effective size of p = .30, or a medium group. The sample size for
each group from the G*Power3 calculation was 105 for CPA hiring managers in public
accounting and 105 for CPA hiring managers in industry or a total sample size of 210.
Based on the mean response rate for prior PVCT®O studies, a sample population of 535
would have been sufficient to obtain the recommended sample size of 375 to 400. The
G*Power3 calculation indicated that a smaller sample size would have also have been
appropriate.

The response rate for this study, at slightly less than seven percent, was
unexpected and significantly less than the mean of prior PVCT®© studies. The actual
effect size for this study was p = .34, which was still a medium group. The low response
rate for this study did not appear to affect the ability for transferability or generalizability
of the results.

The use of the TSCPA database provided access to CPA hiring managers who
were assumed to have similar knowledge regarding the occupational requirement for
accounting paraprofessionals. TSCPA’s computer-generated, random sampling
technique provided equal opportunity for participants to be included in the survey
database. Cooper and Schindler (2006) proposed that a sound sample design properly
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represents the population it is intended to resemble and is free from bias. Similar to prior
research, the database for this survey was expected to reflect the larger TSCPA
population of CPA hiring managers as well as CPA hiring managers outside of the State
of Texas or TSCPA membership (Cory & Huttenhoff, 2011).

The data collected using the PVCT® instrument in SurveyMonkey® were
exported into Microsoft Excel® and IBM SPSS Statistic, Version 23 software. The
PVCTO Likert-type scale involved collecting ordinal-level data. The five-point Likert-
type scale used the following coding system in this study: Strongly Agree =1,

Agree = 2, No Opinion = 3, Disagree = 4, and Strongly Disagree = 5. The missing data
only involved non-responses and was coded as a 6. Coding the missing data allowed the
researcher to use listwise deletion in the SPSS software.

Missing data can occur for a variety of reasons. Using a web-based survey can
help avoid item nonresponses (where the participant’s miss answering a question) or data
entry errors in coding. Item nonresponses were limited in this study by offering a
reminder in the web-based survey as to how many questions were included in the survey
and how many questions the participant had answered or needed to answer (Schonlau, et
al., 2002). Every effort was made to avoid missing data; however, this researcher
understood unit nonresponses and possible item nonresponses could occur. Overall, 103
survey respondents participated in this study. Eight respondents were eliminated from
participating in the study by either leaving the survey before answering the qualifying
question or by identifying themselves as a non-hiring managers during the qualifying
question. There were 95 respondents who participated in the entire survey. For the
variables examined in this study, there were no missing data. Therefore, all 95
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participants responded to the value statements examined in this study: (1) validates
specialized knowledge, (2) indicates level of accounting competence, (3) indicates
attainment of a practice standard, (4) provides evidence of professional commitment, and
(5) increases marketability.

Spearman’s rho was used to determine the correlation between variables for Sub-
Q1 through Sub-Q4. Spearman’s rho is a non-parametric statistical test used with
ordinal-level data. It is the alternative to the Pearson r statistical test used in some
previous PVCTO certification studies (Fox, 2010; Kolo, 2006; Messmer, et al., 2011).
For this study, Spearman’s rho correlation helped to understand the “nature of the
relationship” between variables in order to answer the research sub questions and
ultimately the primary research question (Leedy & Ormrod, 2005, p. 265). A level of .05
significance was used in this study.

Descriptive statistics, while not acceptable as a primary analysis method in
dissertation research, was helpful as a method to describe the data. It was also useful in
comparing the percentage of agreement results from this study, with the percentage of
agreement results from other certification studies that used the PVCT®© instrument. In
addition to correlation analysis, this study used descriptive statistics including median,
frequency, interquartile range and percentage of agreement as appropriate. The
percentage of agreement for PVCT®© value statements of validates specialized
knowledge, indicates level of accounting competence, indicates attainment of a practice
standard, provides evidence of professional commitment and increases marketability

were calculated as a method of comparison against prior research (Sechrist, et al., 2006).
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The analysis completed in this study was then used to answer the following research
questions.

Primary Research Question: What is the correlation, if any, between hiring
managers’ self-reported value of accounting paraprofessional certification hiring signals
(knowledge, competence, practice standard, professional commitment) to hiring
managers’ self-reported opinion toward a preferred hiring status (increases marketability)
for certified candidates?

Ho: There is no statistically significant correlation between hiring managers’ self-
reported value of accounting paraprofessional certification hiring signals (knowledge,
competence, practice standard, professional commitment) to hiring managers’ self-
reported opinion toward a preferred hiring status (increases marketability) for certified
candidates.

Ha: There is a statistically significant correlation between hiring managers’ self-
reported value of accounting paraprofessional certification hiring signals (knowledge,
competence, practice standard, professional commitment) to hiring managers’ self-
reported opinion toward a preferred hiring status (increases marketability) for certified
candidates.

Sub-Q1: What is the correlation, if any between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal that validates the
certified candidates’ specialized knowledge and hiring managers’ self-reported opinion

toward a preferred hiring status (increases marketability) for certified candidates?
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Ho1: There is no statistically significant correlation between hiring managers’ self-
reported value of accounting paraprofessional certification as a hiring signal that
validates the certified candidates’ specialized knowledge and hiring managers’ self-
reported opinion toward a preferred hiring status (increases marketability) for certified
candidates.

Haz1: There is a statistically significant correlation between hiring managers’ self-
reported value of accounting paraprofessional certification as a hiring signal that
validates the certified candidates’ specialized knowledge and hiring managers’ self-
reported opinion toward a preferred hiring status (increases marketability) for certified
candidates.

Sub-Q2: What is the correlation, if any, between hiring managers’ self-reported
value accounting paraprofessional certification as a hiring signal that indicates the
certified candidates’ level of accounting competence and hiring managers’ self-reported
opinion toward preferred hiring status (increases marketability) for certified candidates?

Hoz2: There is no statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification, as a hiring signal that
indicates the certified candidates’ level of accounting competence, and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified

candidates.
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Haz2: There is a statistically significant correlation between hiring managers’ self-
reported value of accounting paraprofessional certification, as a hiring signal that
indicates the certified candidates’ level of accounting competence, and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified
candidates.

Sub-Q3: What is the correlation, if any, between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal, that indicates the
certified candidates’ attainment of a practice standard and hiring managers’ self-reported
opinion toward preferred hiring status (increases marketability) for certified candidates?

Hos: There is no statistically significant correlation between hiring managers’ self-
reported value of accounting paraprofessional certification as a hiring signal that
indicates the certified candidates’ attainment of a practice standard and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified
candidates.

Has: There is a statistically significant correlation between hiring managers’ self-
reported value of accounting paraprofessional certification as a hiring signal that
indicates the certified candidates’ attainment of a practice standard and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified

candidates.
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Sub-Q4: What is the correlation, if any between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal that provides
evidence of the certified candidates’ professional commitment and hiring managers’ self-
reported opinion toward preferred hiring status (increases marketability) for certified
candidates?

Hoa: There is no statistically significant correlation between hiring managers’ self-
reported value of accounting paraprofessional certification as a hiring signal that provides
evidence of the certified candidates’ professional commitment and hiring managers’ self-
reported opinion toward preferred hiring status (increases marketability) for certified

candidates.

Ha4: There is a statistically significant correlation between hiring managers’ self-
reported value of accounting paraprofessional certification as a hiring signal that provides
evidence of the certified candidates’ professional commitment and hiring managers’ self-
reported opinion toward preferred hiring status (increases marketability) for certified

candidates.

Validity and Reliability
The validity and reliability of the survey tool drives the conclusions drawn from
the research. Attitude scales, like the PVCT®© need to be checked for validity and
reliability (Croasmun & Ostrom, 2011). It is critical that the survey tool measures what it
is expected to measure (validity) (Cooper & Schindler, 2006). For the survey instrument

to pass the validity test, three primary factors must be considered: (1) content validity, (2)
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criterion-related validity, and (3) construct validity. It is important for researchers to
understand each of these individually, but recognize they are interrelated. The content
validity is determined by the degree the survey instrument measures the research
questions in the study. The criterion-related validity measures the predicted outcome and
the construct validity verifies how well the survey instrument measures the assumptions
of the study.

In order for attitude scales to be reliable all statements and instructions must be
clear-cut and understood by respondents in the same way (Thomas, 2011). Leedy &
Ormrod (2005) concurred by proposing that researchers could increase the reliability of a
survey instrument by standardizing the instrument and administering it consistently. The
survey instrument also needs to display accuracy and precision. For the instrument to be
considered reliably, it must produce consistent results or be free from errors (Cooper &
Schindler, 2006).

Prior to use in this study, the PVCT®© survey instrument was tested for both
validity and reliability in other research. The PVCT® tool used in this study was done so
without modification, except for a single word change. The term clinical was changed to
accounting. This modification was made to align the PVCT®© survey tool with the
accounting paraprofessional certification field of study. Since the PVCT®O tool is already
a validated and reliable instrument, using this survey instrument for the purpose of this
study did not require additional testing (Cooper & Schindler, 2006). However, Croasmun
and Ostrom (2011) proposed that researchers using Likert-type scales compute and report
the Cronbach’s alpha for internal consistency, reliability. The Cronbach’s alpha was
computed for the study variables of knowledge, competence, practice standard,
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professional commitment and marketability. The results was reported in Chapter 4, along
with the other findings.
Ethical Considerations

No known ethical issues were involved in the sampling procedures proposed for
this study. Cooper and Schindler (2006) explained that research must be designed to
protect participants and their employers from harm, protect the privacy of the
participants, and to protect the integrity of the data. This study was designed to meet all
of the ethical standards described above.

Anonymity and confidentiality are an important part of this study. The researcher
assured participants that both would be strictly adhered too. The researcher did not
knowingly have contact with any participant in this study, with the exception of mailing
the initial invitation to participate in the survey, and responding to a participant’s
emailing about the legitimacy of the survey request. To date, no participants have
requested the results of this survey. The research in this study did not endanger, threaten,
harm or impose risk to anyone involved.

The demographic question in the survey only identified respondents who were
eligible to participate in the survey (hiring managers of accounting paraprofessionals) and
the type of organization these individuals work for; Public Accounting Employer or
Industry Employer. The information collected from these descriptors were not a
sufficient means to identifying any participants.

All data collected were securely stored on the researcher’s computer and backed
up on the cloud. Both the researcher’s computer and the cloud backup data were only
accessible by the researcher. Each were password protected. It is this researcher’s
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opinion that if someone did gain access to the backed up data on the cloud, nothing in the
data that would identify participants, employers or cause harm to either. All data stored
for this study will be destroyed after 7 years.

Another ethical consideration of this study involved funding. The researcher self-
funded this study. The researcher rented a database for one time use from TSCPA for
$125.00. No sponsoring organizations were involved in this study and no known
potential conflicts of interest existed. The researcher had no affiliations with any
accounting paraprofessional certifying agency. The researcher is an academic member
of TSCPA; however, all academic members who might be known to the researcher were
eliminated from the database.

As a condition of permission granted by the Competency and Credentialing
Institute (CCIl) to use the PVCT® instrument with this study, the researcher is required to
submit a copy of the study results to the CCI. The CCI does not require review or
approval of the dissertation before publication, but it does require the PVCT®O survey
instrument carry the copyright statement in all forms of use. The CCI does allow the
PVCT® instrument to be uploaded to SurveyMonkey® in order to utilized the online
survey format (Competency and Credentialing Institute, 2015, p. 2).

This study benefits the field of business, particularly the area of organization and
management by providing greater insight into the general certification field of study. It
also provides new insight into the previously un-researched field of accounting
paraprofessional certification. The results of this study provide all members of the
accounting paraprofessional value chain a better understanding regarding the correlation,

between hiring managers’ perceived value of accounting paraprofessional certification
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key hiring signals (knowledge, competence, practice standard, professional commitment),
and hiring managers’ attitude toward certification creating a preferred hiring status
(increases marketability). Hiring managers from all fields, prospective certification
candidates, certified employees, academia and certifying agencies all benefit from an
increased understanding about the significance voluntary certification has as a signal to

hiring managers who are looking to employ the best human capital available.
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CHAPTER 4. RESULTS
Introduction

Certification can be a signal to employers about the level of knowledge and skills
the applicant brings with them when joining an organization. Various studies have touted
the benefits that voluntary employee certification provides to an organization (Bruce &
Sauer, 2008; Gaberson et al., 2003; Phillips, 2004; Roberts, 2005; Wiley, 1995);
however, little is actually known about the overall value of this type of certification from
the perspective of the hiring managers. No prior research exists about how individuals
who hire accounting paraprofessionals value accounting paraprofessional certifications.
With hiring managers being the gatekeepers to employment and other hiring signals such
as education and experience in place, it is important to understand the value that hiring
managers’ place on voluntary certifications during the hiring process. Prospective
certification candidates, certified employees, employers, academia and certifying
agencies can all benefit from gaining a better understanding about the value hiring
managers’ place on voluntary certification during the hiring process.

In order to bridge the gap in existing theoretical certification knowledge, this
study explored the correlation, between hiring managers’ self-reported value of
accounting paraprofessional certification as a hiring signal that validates the certified
candidates’ knowledge, competence, attainment of a practice standard, level of
professional commitment and a preferred hiring status (increases marketability) for
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certified candidates. Chapter 4 was organized into three sections: (a) description of the
sample, (b) summary of the results, and (c) detailed analysis of the results. A summary
of results, associated with the findings, for the primary research question and the four
research sub-questions was also provided. The results for each research question, with its
corresponding null and alternative hypotheses, were explained. Additionally, the types of
statistical methods used in this study were presented as well as a discussion of how the

data analysis results were achieved.

Description of the Population and Sample

The purpose of this quantitative, non-experimental, exploratory, correlational
study was to assess the correlation, if any, between hiring managers’ self-reported value
of accounting paraprofessional certification hiring signals to hiring managers’ self-
reported view regarding certified candidates receiving a preferred hiring status (increases
marketability). More specifically, this study explored the correlation between four
specific hiring signals identified in prior research (knowledge, competence, practice
standard, professional commitment); and hiring managers’ self-reported view regarding a
preferred hiring status (increases marketability) for certified candidates (Coe & Delaney,
2008; Compton, 2000; Coppage et al., 2012; Davenport, 2006; Fertig, 2011; Gaberson et
al., 2003; Gilley & Galbraith, 1986; Hutchison & Fleischman, 2003; Phillips, 2004;
Roberts, 2005; Wiley, 1995; Wierschem et al., 2010).

The target population for this study was individuals who held the CPA
designation in public accounting or industry. These individuals were also members of the
Texas Society of Certified Public Accountants (TSCPA), have held the CPA designation
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for five years or more, and were currently or had been involved in the hiring of
accounting paraprofessionals. Members of TSCPA reside primarily in the State of Texas;
however, TSCPA’s membership does include members who reside outside the State of
Texas. Residency did not exclude participants from being included in this survey.

According to TSCPA, there were roughly 27,000 members in the TSCPA
membership database. The sampling frame was representative of the target population.
Leedy & Ormrod (2005) discussed that once a population size reaches a certain point, the
sample size of the population is immaterial (p. 2007). Therefore, having an estimated
count, rather than an exact count, for the target population did not negatively affect this
study.

Using a computer-generated, stratified sampling technique, TSCPA identified
15,684 individuals meeting the criteria developed for this study. Next, two
organizational types were identified for accounting paraprofessional hiring managers
(Public Accounting Employers and Industry Employers). From the additional criteria for
hiring managers, TSCPA applied another computer-generated, random sampling
technique with the initial sample population in order to obtain the database used for with
this study. A contractual, rental database sample of 1,498 (749 CPA Hiring Managers
from Public Accounting Employers and 749 CPA Hiring Managers from Industry
Employers) was derived. A random sampling is an appropriate design for use with the
PVCT® instrument based on previous studies, with “minimal sampling bias anticipated”
(Competency and Credentialing Institute, 2015, p. 3; Leedy & Ormrod, 2005; Sechrist &

Berlin, 2006; Sechrist et al., 2006).
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A sample size of 400 was deemed adequate for studies where the population is
greater than 5,000 (Gay & Airasian, 2003, p. 113). SurveyMonkey® (2015) also
provided the researcher with an online sample size calculator, which suggested a similar
size sample of 375. The SurveyMonkey® sample size provided a confidence level of 95
percent and a 5 percent margin of error. Rea and Parker (2005) also recommended a
sample size of 370 to 377 for a population of 10,000 to 20,000, with a £5 percent margin
of error. The working population for this study was 15,684. TSCPA’s suggested a
sample database of 1,498 in order to achieve the desired response rate with a single
mailer. The response rates on previous PVCTO certification studies ranged from 12.1
percent to 61 percent (Bekemeier, 2007; Byrne, et al., 2004; Gaberson, et al., 2003;
Messmer, et al., 2011; Niebuhr & Biel, 2007), with a mean of 35.67 percent.
Additionally, a G*Power3 calculation was completed for means (two groups) using a
two-tailed test, with an alpha of .05, power of. 80 and an effective size of .30. The
sample size G*Power3 calculation of each group is 105 for CPA Hiring Mangers for
Public Accounting Employers and 105 for CPA Hiring Mangers for Industry Employers.
In total the G*Power3 computation equaled a total recommended sample size of 210.
Based on the mean response rate for prior PVCT® studies, a sample population of 535
seemed sufficient to obtain the desired sample size of 375 to 400. Based on the
G*Power3 calculation, a smaller sample size also appeared to be appropriate. Based on
the prior research and the G*Power3 computation, the TSCPA’s suggested sample
database of 1,498 appeared to be adequate for this study.

The actual response rate for this study was less than seven percent, N = 103. This
response rate was significantly lower than anticipated. Several reasons could explain the
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lower than anticipated response rate: (1) TSCPA required survey invitations mailed,
rather than emailed. Under this scenario it is difficult to know how many potential
respondent’s received the mailer and did not respond, versus how many potential
respondents did not receive the mailing, (2) TSCPA’s database rental agreement only
allowed one mailing to the contracted database. This prevented any follow up activities
to support the initial mailing, which may have improved the response rate (Dillman,
Smyth, & Christian, 2014), (3) the survey was mailed in early November and remained
open for three weeks. However, the survey closed during a holiday week, which might
has shortened the response time for participants who may have left for the holiday early,
and (4) one respondent emailed the researcher to verify the legitimacy of the survey
request. It is possible that other potential survey participants may have had a similar
concern, and did not follow up with the researcher for verification. Of the 103 total
respondents, eight respondents were disqualified during the initial qualifying questions.
This left 95 respondents who were eligible to participate in the study. A listwise deletion
method was applied to the missing data; however, none of the studied variables
(knowledge, competence, practice standard, professional commitment, or marketability)

had non-responses that would be considered missing data.

Summary of Results
The purpose of this quantitative, non-experimental, exploratory, correlational
study was to assess the correlation between hiring managers’ self-reported value of
accounting paraprofessional certification hiring signals to hiring managers’ self-reported

view regarding certified candidates receiving a preferred hiring status (increases
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marketability). More specifically, this study explored the correlation between four
specifically identified hiring signals from prior research: (1) knowledge, (2) accounting
competence, (3) practice standard, and (4) professional commitment and hiring mangers’
self-reported view regarding certified candidates receiving a preferred hiring status
(increases marketability). Spearman’s rho, a non-parametric correlation measure was
used with the ordinal data responses collected using the PVCT®©, Likert-type scale survey
instrument. To determine the internal consistency reliability of this study, Cronbach’s
alpha coefficient was also computed. Croasmun and Ostrom (2011) suggested the
importance of computing and reporting Cronbach’s alpha coefficient for studies that use
Likert-type scales. Descriptive statistics, while not acceptable as a primary analysis
method in dissertation research, was helpful to describe the data in this study. The
descriptive statistics of frequency, percentage of agreement, interquartile range and
median were also calculated and reported. Cronbach’s alpha coefficient was calculated
among the value scales of knowledge, competence, practice standard, professional
commitment and marketability. The findings indicated a high internal consistency (.874).
Of the 1,498 individuals surveyed (749 Public Accounting Employer, 749
Industry Employer), there was an initial 6.9% response rate, N = 103. Eight of the initial
respondents were either, disqualified or left the survey prior to reaching the employment
demographic question. Of the remaining respondents (95), the hiring managers who
completed the survey were representatives of the following employer group: Public
Accounting Employer (35) and Industry Employer (60). Missing data consisted of non-
responses to value statements. A listwise deletion method to handle missing data was
implement. For the variables being studied (knowledge, competence, practice standard,
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professional commitment, marketability), there were no non-responses that would have
generated missing data. For the purpose of this study, missing data that involved any of
the other 18 value statements in the PVCT®© was coded as a 6 in SPSS. This allowed the
SPSS software to compute descriptive statistics for all variables as appropriate. After the
listwise deletion method was applied to the data set, 95 cases still remained (Public
Accounting Employer, N = 35 versus Industry Employer, N = 60) (Table 1). The median
for all variables examined in this study, in total and by individual employer groups

(Public Accounting Employer and Industry Employer) was 2.000 (Table 1).

Table 1 Hiring Managers Responses to Key Value Statements by Employer Type

Employer Type Key Value Statements

Practice  Professional
Knowledge Competence Standard Commitment Marketability

Public Accounting 35 35 35 35 35
Industry 60 60 60 60 60

Note. No missing data
a. Median = 2.000 for all key value statements

Overall, the remaining respondents had a high percentage of agreement to all five
value statements analyzed in this study (knowledge, competence, practice standard,
professional commitment and marketability). The participants in this study were given
five response options for each value statement presented with the PVCT®©. This Likert-
type scale instrument presented the following responses (from left to right) Strongly
Agreed (SA), Agreed (A), Disagree (D), Strongly Disagreed (SD) and No Opinion (NO).

As done in prior research, the percentage of agreement responses of Strongly Agree (SA)
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and Agree (A) were combined in this study (Bekemeier, 2007; Sechrist et al., 2006). For
each of the five value statements, the hiring managers’ percentage of agreement, in total,
was over (90%) for the value statements examined in this study. Responses were
consistent between the two hiring manager employer groups (Public Accounting and
Industry), with the exception of indicates attainment of a practice standard. Hiring
managers who worked for Public Accounting Employers reported a lower percentage of
agreement (88.6%) for indicates attainment of a practice standard, compared to their
Industry counterparts (93.3%).

The first certification value statement addressed in this study was PVCT® Value
Statement, validates specialized knowledge. Hiring mangers responded, in total, with a
high percentage of agreement (92.6%). More hiring managers selected the response
Agreed (66.3%), compared to those who responded to Strongly Agreed (26.3%),
however, the overall agreement that certification validates specialized knowledge was
significantly higher than those who responded with No Opinion (1.1%) or Disagree
(6.3%).

Table 2 Percentage of Agreement with Value Statement Validates Specialized
Knowledge

Percentage Cumulative
Selected Response Frequency of Agreement Percent*
Strongly Agree (SA) 25 26.3 26.3
Agree (A) 63 66.3 92.6
No Opinion (NO) 1 1.1 93.7
Disagree (D) 6 6.3 100.0
Strongly Disagree (SD) 0 0.0 100.0

Note. No missing data
a N=95
b. Median =2.000
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Table 3 displays the hiring managers’ Percentage of Agreement with the PVCT©

value statement, validates specialized knowledge by Employer Type. The Industry

Employer group’s combined percentage of agreement for this value statement was

slightly higher at (93.3%) compared to the Public Accounting Employer hiring managers’

response of (91.4%). The median for total responses and by each employer group for

validates specialized knowledge was 2.000, with an interquartile range of 3.000. A

strong percentage of agreement by hiring managers, in total and by employer group,

pointed to hiring managers’ viewing certification as an important indicator of specialized

knowledge.

Table 3 Percentage of Agreement with Value Statement Validates specialized knowledge

by Employer Type
Employer Type/ Percentage Cumulative
Selected Response Frequency of Agreement Percent
Public Accounting Employer
Strongly Agree (SA) 10 28.6 28.6
Agree (A) 22 62.9 91.4
No Opinion (NO) 0 0.0 91.4
Disagree (D) 3 8.6 100.0
Strongly Disagree (SD) 0 0.0 100.0
Industry Employer
Strongly Agree (SA) 15 25.0 25.0
Agree (A) 41 68.3 93.3
No Opinion (NO) 1 1.7 95.0
Disagree (D) 3 5.0 100.0
Strongly Disagree (SD) 0 0.0 100.0

Note. No missing data

a. Public Accounting Employer, N = 35
b. Industry Employer, N = 60

c. Median = 2.000

d. Interquartile range = 3.000
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For the value statement indicates level of accounting competence, Table 4
displays the hiring managers’ Percentage of Agreement at (90.5%), in total. In a break-
down of the agreement response, more hiring managers’ selected the response Agreed
(65.3%), compared to those who responded Strongly Agreed (25.3%); however, the
overall agreement that certification indicates level of accounting competence was
significantly higher than those who responded with No Opinion (1.1%) or were in
disagreement with this statement (8.4%).

Table 4 Percentage of Agreement with Value Statement Indicates Level of Accounting
Competence

Percentage Cumulative
Selected Response Frequency of Agreement Percent*
Strongly Agree (SA) 24 25.3 25.3
Agree (A) 62 65.3 90.5
No Opinion (NO) 1 1.1 91.6
Disagree (D) 8 8.4 100.0
Strongly Disagree (SD) 0 0.0 100.0

Note. No missing data
a N=95

Table 5, Percentage of Agreement with Value Statement indicates level of
accounting competence by Employer Type, found hiring managers from both employer
groups virtually responding the same, (91.4%) Public Accounting Employer and (90.0%)
Industry Employer. The median for total responses and by each employer group for

indicates level of accounting competence was 2.000, with an interquartile range of 3.000.
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A strong percentage of agreement by hiring managers, in total and by employer group,
pointed to hiring managers’ viewing certification as an important indicator of accounting

competence.

Table 5 Percentage of Agreement with Value Statement Indicates Level of Accounting
Competence by Employer Type

Employer Type/ Percentage Cumulative
Selected Response Frequency of Agreement Percent

Public Accounting Employer

Strongly Agree (SA) 8 22.9 22.9
Agree (A) 24 68.6 91.4
No Opinion (NO) 0 0.0 91.4
Disagree (D) 3 8.6 100.0
Strongly Disagree (SD) 0 0.0 100.0
Industry Employer
Strongly Agree (SA) 16 26.7 26.7
Agree (A) 38 63.3 90.0
No Opinion (NO) 1 1.7 91.7
Disagree (D) 5 8.3 100.0
Strongly Disagree (SD) 0 0.0 100.0

Note. No missing data
a. Public Accounting Employer, N = 35
b. Industry Employer, N= 60
c. Median = 2.000
d. Interquartile range = 3.000

The value statement indicates attainment of a practice standard in Table 6, also
had a high combined agreement response (91.6%). More hiring managers’ selected the
Agreed (66.3%) response compared to those who selected Strongly Agree (25.3%);
however, the overall agreement that certification indicates attainment of a practice
standard was significantly higher than those who responded with No Opinion (2.1%) or

were in disagreement (6.3%).
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Table 6 Percentage of Agreement with Value Statement Indicates Attainment of a
Practice Standard

Percentage Cumulative
Selected Response Frequency of Agreement Percent*
Strongly Agree (SA) 24 25.3 25.3
Agree (A) 63 66.3 91.6
No Opinion (NO) 2 2.1 93.7
Disagree (D) 6 6.3 100.0
Strongly Disagree (SD) 0 0.0 100.0

Note. No missing data
a N=95

Breaking out the responses to value statement indicates attainment of a practice
standard by employer group in Table 7, the Industry Employer group indicated a higher
level of agreement (93.3%) compared to the Public Accounting Employer group (88.6%).
The median for total responses and by each employer group for indicates attainment of a
practice standard was 2.000, with an interquartile range of 3.000. Even though there was
a (4.7%) difference between employer group responses, a strong percentage of agreement
by hiring managers’, in total and by employer group still existed. The responses to this
value statement, still pointed to hiring managers’ viewing certification as an important

indicator of attainment of a practice standard.

108

www.manaraa.com



Table 7 Percentage of Agreement with Value Statement Indicates Attainment of a Practice Standard by
Employer Type

Employer Type/ Percentage Cumulative
Selected Response Frequency of Agreement Percent

Public Accounting Employer

Strongly Agree (SA) 8 22.9 22.9
Agree (A) 23 65.7 88.6
No Opinion (NO) 1 2.9 91.4
Disagree (D) 3 8.6 100.0
Strongly Disagree (SD) 0 0.0 100.0
Industry Employer
Strongly Agree (SA) 16 26.7 26.7
Agree (A) 40 66.7 93.3
No Opinion (NO) 1 1.7 95.0
Disagree (D) 3 5.0 100.0
Strongly Disagree (SD) 0 0.0 100.0

Note. No missing data

a. Public Accounting Employer, N = 35
b. Industry Employer, N= 60

c. Median = 2.000

d. Interquartile range = 3.000

The response to value statement provides evidence of professional commitment in
Table 8, had an overall (95.8%) percentage of agreement, in total. The outcomes for the
agreement responses involving the professional commitment value statement showed
more similarities than the findings for prior value statements. Hiring managers’ still
selected the response Agreed (51.6%) more than those who selected the response
Strongly Agree (44.2%); however, the overall agreement that certification provides
evidence of professional commitment was higher than the responses of No Opinion

(1.1%) or Disagree (3.2%).
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Table 8 Percentage of Agreement with Value Statement Provides Evidence of
Professional Commitment

Percentage Cumulative
Selected Response Frequency of Agreement Percent*
Strongly Agree (SA) 42 44.2 44.2
Agree (A) 49 51.6 95.8
No Opinion (NO) 1 1.1 96.8
Disagree (D) 3 3.2 100.0
Strongly Disagree (SD) 0 0.0 100.0

Note. No missing data
a N=95

The two employer groups in Table 9 responded almost identical again, with the
Public Accounting Employer response of (94.3%) and the Industry Employer response of
(96.7%). The median for the value statement, provides evidence of professional
commitment, was 2.000 (in total and by each employer group), with a interquartile range
of 3.000. A strong percentage of agreement by hiring managers’, in total and by
employer group, pointed to hiring managers’ viewing certification as an important
indicator that certification is an important indicator of the certified candidate’s

professional commitment.

110

www.manaraa.com



Table 9 Percentage of Agreement with Value Statement Provides Evidence of
Professional Commitment by Employer Type

Employer Type/ Percentage Cumulative
Selected Response Frequency of Agreement Percent

Public Accounting Employer

Strongly Agree (SA) 15 42.9 42.9
Agree (A) 18 51.4 94.3
No Opinion (NO) 1 2.9 97.1
Disagree (D) 1 2.9 100.0
Strongly Disagree (SD) 0 0.0 100.0
Industry Employer
Strongly Agree (SA) 27 45.0 45.0
Agree (A) 31 51.7 96.7
No Opinion (NO) 0 0.0 96.7
Disagree (D) 2 3.3 100.0
Strongly Disagree (SD) 0 0.0 100.0

Note. No missing data

a. Public Accounting Employer, N = 35
b. Industry Employer, N = 60

c. Median = 2.000

d. Interquartile range = 3.000

For value statement increases marketability, the percentage of agreement findings,
in total, displayed in Table 10 was (95.8%). In a breakdown of the agreement responses,
more hiring mangers’ selected Agreed (63.2%), compared to those who selected Strongly
Agree (32.6%). However, the overall agreement that certification increases marketability
(a preferred hiring status) was significantly higher than those who responded with No

Opinion (3.2%) or were in disagreement (1.1%).
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Table 10 Percentage of Agreement with Value Statement Increases Marketability

Percentage Cumulative
Selected Response Frequency of Agreement Percent*
Strongly Agree (SA) 31 32.6 32.6
Agree (A) 60 63.2 95.8
No Opinion (NO) 3 3.2 98.9
Disagree (D) 1 1.1 100.0
Strongly Disagree (SD) 0 0.0 100.0

Note. No missing data
a N= 95

In Table 11, the Industry Employer group were in agreement with the increases
marketability value statement slightly more (96.7%) than the Public Accounting
Employer group (94.3%). The median for increases marketability, in total and by
employer group, was 2.000, with an interquartile range of 3.000. A strong percentage of
agreement by hiring managers, in total and by employer group, pointed to hiring
managers’ viewing certification as an important indicator of a preferred hiring status

(increases marketability).
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Table 11 Percentage of Agreement with VValue Statement Increases Marketability by
Employer Type

Employer Type/ Percentage Cumulative
Selected Response Frequency of Agreement Percent

Public Accounting Employer

Strongly Agree (SA) 7 20.0 20.0
Agree (A) 26 74.3 94.3
No Opinion (NO) 2 5.7 100.0
Disagree (D) 0 0.0 100.0
Strongly Disagree (SD) 0 0.0 100.0
Industry Employer
Strongly Agree (SA) 24 40.0 40.0
Agree (A) 34 56.7 96.7
No Opinion (NO) 1 1.7 98.3
Disagree (D) 1 1.7 100.0
Strongly Disagree (SD) 0 0.0 100.0

Note. No missing data
a. Public Accounting Employer, N = 35
b. Industry Employer, N = 60
c. Median = 2.000
d. Interquartile range = 3.000

In comparing the percentage of agreement between the results of this study and
the results of another study that used the PVCT® instrument to survey nursing
administers (Bekemeier, 2007; Sechrist et al., 2006), the value statements of validates
specialized knowledge and provides evidence of professional commitment were similar
in both studies at over (90%). For the value statement of indicates attainment of a
practice standard, there was a discrepancy between the percentage of agreement for
hiring managers’ employed by Public Accounting Employers (88.6%) and hiring
mangers’ employed by Industry Employers (93.3%). The Sechrist et al. (2006) study
percentage of agreement (89.2%) was closer to the percentage of agreement for the hiring

managers’ in public accounting at (88.6%), compared to the percentage of agreement

found among hiring mangers’ in industry (93.3%). At first glance, one might think that
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the hiring processes in the field of public accounting and nursing may more closely
mirror each other, than the hiring requirements for industry; however, the percentage of
agreement in the Bekemeier (2007) nursing study (94.0%) more closely mirrored the
percentage of agreement for hiring managers’ in industry (93.3%). Additional research
would be required in order to understand any similarities or differences in responses for
this value statement. The percentage of agreement indicates level of competence and
increases marketability were significantly less in nursing studies such as, Sechrist et al.,
(2006) (72.9%, indicates level of competence; 76.9%, increases marketability), and
Bekemeier (2007) (83.4%, indicates level of competence; 72.4% increases marketability),
compared to accounting paraprofessional hiring managers’ in this study (90.5%, indicates
level of competence, 95.8% increases marketability). Further research would be required
in order to understand the differences between the responses to these value statements by
accounting paraprofessional hiring mangers’ compared to nursing administrators.

The Spearman’s rho correlation completed for each of the four key hiring signals
(knowledge, competence, practice standard, professional commitment) and a preferred
hiring status (increases marketability), showed a moderate to high correlation between the
four hiring signals (knowledge, competence, practice standard, professional commitment)
and increases marketability. The detailed results of the correlation findings are discussed

further in the next section.
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Details of Analysis and Results

The focus of the analysis for this study involved answering the primary research
question and four associated sub questions. The consistency in findings (i.e., positive
correlation) for all sub questions in this study, allowed the researcher to answer the
primary research question from the results of the sub questions. The results of this study
were interpreted based on the existing theoretical framework surrounding certification
research and the PVCT® instrument as found in a literature review.

The primary research question for this study was “What is the correlation, if any,
between hiring managers’ self-reported value of accounting paraprofessional certification
hiring signals (knowledge, competence, practice standard, professional commitment) to
hiring managers’ self-reported opinion toward a preferred hiring status (increases
marketability) for certified candidates?” Before the primary research questions could be
answered the following four sub questions needed to be examined.

Sub-Q1: What is the correlation, if any between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal that validates the
certified candidates’ specialized knowledge and hiring managers’ self-reported opinion
toward a preferred hiring status (increases marketability) for certified candidates?

Ho1: There is no statistically significant correlation between hiring managers’ self-
reported value of accounting paraprofessional certification as a hiring signal that
validates the certified candidates’ specialized knowledge and hiring managers’ self-
reported opinion toward a preferred hiring status (increases marketability) for certified

candidates.
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Ha1: There is a statistically significant correlation between hiring managers’ self-
reported value of accounting paraprofessional certification as a hiring signal that
validates the certified candidates’ specialized knowledge and hiring managers’ self-
reported opinion toward a preferred hiring status (increases marketability) for certified
candidates.

To answer Sub-Q1, a Spearman’s rho correlation was performed to establish a
correlation, if any, between the certification value statements, validates specialized
knowledge and increases marketability. The survey value statement (validates
specialized knowledge) was Value Statement 1 on the PVCT®O survey instrument. The
results of the correlation analysis are shown in Table 12. The self-reported certification
value statements of validates specialized knowledge and increases marketability were
measured using the following Likert-type scale:

1 = Strongly Agree, 2 = Agree, 3 = No Opinion, 4 = Disagree, 5 = Strongly Disagree, and
6 = No Answer. The missing data (6 = No Answer) only involved non-responses. Coding
the missing data allowed the researcher to use listwise deletion in the SPSS software as
appropriate. The results of the Spearman’s rho correlation to determine the relationship
between the variables of validates specialized knowledge and increases marketability
indicated a moderate, positive correlation between knowledge and marketability, with p <
.05 (rs = .573, Listwise N = 95, p <.001), which led the null hypothesis to be rejected.
The correlation between validates specialized knowledge and increases marketability is

considered significant at the 0.01 level utilizing a 2-tailed analysis.
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Table 12 Correlation Between Validates Specialized Knowledge and Increases
Marketability

Validates
specialized Increases
knowledge marketability

Spearman’s rho
Validates specialized knowledge
Correlation Coefficient 1.000 573*
Sig. (2-tailed) .000

Increases marketability
Correlation Coefficient 573* 1.000
Sig. (2-tailed) .000

Note. *Correlation is significant at the 0.01 level (2-tailed)
a. Listwise N = 95

The results of the Spearman’s rho correlation (Table 13), to determine the
relationship between the variables of validates specialized knowledge and increases
marketability, indicated a slightly higher positive correlation between knowledge, and
marketability for the hiring managers of Public Accounting Employer, (p <.05)

(rs =.700, p <.001), compared to hiring managers of Industry Employers (p < .05)
(rs = .543, p <.001). The correlation between validates specialized knowledge and
increases marketability is considered significant at the 0.01 level utilizing a 2-tailed

analysis.
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Table 13 Correlation Between Validates Specialized Knowledge and Increases
Marketability by Employer Group

Validates
specialized Increases
knowledge marketability
Spearman’s rho
Public Accounting Employer
Validates specialized knowledge
Correlation Coefficient 1.000 .700*
Sig. (2-tailed) .000
Increases marketability
Correlation Coefficient .700* 1.000
Sig. (2-tailed) .000
Industry Employer
Validates specialized knowledge
Correlation Coefficient 1.000 543*
Sig. (2-tailed) .000
Increases marketability
Correlation Coefficient 543* 1.000
Sig. (2-tailed) .000

Note. *Correlation is significant at the 0.01 level (2-tailed)
a. Public Accounting Employer: Listwise N = 35
b. Industry Employer: Listwise N = 60
Sub-Q2: What is the correlation, if any, between hiring managers’ self-reported
value accounting paraprofessional certification as a hiring signal that indicates the

certified candidates’ level of accounting competence and hiring managers’ self-reported

opinion toward preferred hiring status (increases marketability) for certified candidates?
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Ho2: There is no statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
indicates the certified candidates’ level of accounting competence, and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified
candidates.

Ha2: There is a statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
indicates the certified candidates’ level of accounting competence, and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified
candidates.

To answer Sub-Q2, Table 14 presents the Spearman’s rho correlation results for
analyzing the correlation between the certification value statements, indicates level of
accounting competence and increases marketability. The self-reported certification value
statements of indicates level of accounting competence and increases marketability were
measured using the following Likert-type scale: 1 = Strongly Agree, 2 = Agree,

3 = No Opinion, and 4 = Disagree, 5 = No Opinion and 6 = No Answer. The missing data
(6 = No Answer) only involved non-responses. Coding the missing data allowed the
researcher to use listwise deletion in the SPSS software.

The survey value statement (indicates level of accounting competence) is Value
Statement 2 on the PVCT®O survey instrument. The results of the Spearman’s rho
correlation to determine the relationship between the variables of indicates level of

accounting competence and increases marketability indicated a moderate, positive
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correlation between knowledge and marketability (p < .05) (rs = .550, Listwise N = 95,
p <.001), led the null hypothesis for Sub Q-2 to be rejected. The correlation between
indicates level of accounting competence and increases marketability is considered
significant at the 0.01 level utilizing a 2-tailed analysis.

Table 14 Correlation Between Indicates Level of Accounting Competence and Increases
Marketability

Indicates

Level of

Accounting Increases
Competence  Marketability

Spearman’s rho
Indicates level of accounting competence
Correlation Coefficient 1.000 .550*
Sig. (2-tailed) .000

Increases marketability
Correlation Coefficient .550* 1.000
Sig. (2-tailed) .000

Note. *Correlation is significant at the 0.01 level (2-tailed)
a. Listwise N = 95

In Table 15, the results of the Spearman’s rho correlation between the variables of
indicates level of accounting competence and increases marketability, indicated a slightly
higher positive correlation between competence and marketability for the hiring
managers of Public Accounting Employer (p <.05) (rs = .666, p < .001), compared to
hiring managers of Industry Employers (p < .05) (rs = .516, p <.001). The correlation
between indicates level of accounting competence and increases marketability is

considered significant at the 0.01 level utilizing a 2-tailed analysis.
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Table 15 Correlation Between Indicates Level of Accounting Competence and Increases
Marketability by Employer Group

Indicate

Level of

Accounting Increases
Competence  Marketability

Spearman’s rho
Public Accounting Employer

Indicates level of accounting competence
Correlation Coefficient 1.000 .666*
Sig. (2-tailed) .000

Increases marketability
Correlation Coefficient .666* 1.000
Sig. (2-tailed) .000

Industry Employer

Indicates level of accounting competence
Correlation Coefficient 1.000 516*
Sig. (2-tailed) .000

Increases marketability
Correlation Coefficient 516* 1.000
Sig. (2-tailed) .000

Note. *Correlation is significant at the 0.01 level (2-tailed)
a. Public Accounting Employer: Listwise N = 35
b. Industry Employer: Listwise N = 60
Sub-Q3: What is the correlation, if any, between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal that indicates the

certified candidates’ attainment of a practice standard and hiring managers’ self-reported

opinion toward preferred hiring status (increases marketability) for certified candidates?
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Hos: There is no statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
indicates the certified candidates’ attainment of a practice standard and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified
candidates.

Has: There is a statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
indicates the certified candidates’ attainment of a practice standard and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified
candidates.

To answer Sub-Q3, Table 16 presents the Spearman’s rho correlation results for
analyzing the correlation between the certification value statements, indicates attainment
of a practice standard and increases marketability. The self-reported certification value
statements of indicates attainment of a practice standard and increases marketability were
measured using the following Likert-type scale: 1 = Strongly Agree, 2 = Agree,

3 = No Opinion, 4 = Disagree, 5 = Strongly Disagree, and 6 = No Answer. The missing
data (6 = No Answer) only involved non-responses. Coding the missing data allowed the
researcher to use listwise deletion in the SPSS software.

The survey value statement (indicates attainment of a practice standard) is
Statement 3 on the PVCTO survey instrument. The results of the Spearman’s rho
correlation to determine the relationship between the variables of indicates attainment of

a practice standard and increases marketability indicated a moderate, positive correlation
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between practice standard and marketability, with p < .05 (rs =.591, Listwise N = 95,
p <.001), led the null hypothesis for Sub Q-3 to be rejected. The correlation between
indicates attainment of a practice standard and increases marketability is considered

significant at the 0.01 level utilizing a 2-tailed analysis.

Table 16 Correlation Between Indicates Attainment of a Practice Standard and Increases

Marketability

Indicates
Attainment
of a Practice Increases
Standard Marketability
Spearman’s rho
Indicates attainment of a practice standard
Correlation Coefficient 1.000 591*
Sig. (2-tailed) .000
Increases marketability
Correlation Coefficient 591* 1.000
Sig. (2-tailed) .000

Note. *Correlation is significant at the 0.01 level (2-tailed)
a. Listwise N = 95

In Table 17, the results of the Spearman’s rho correlation between the variables of
indicates attainment of practice standard and increases marketability, indicated a
significantly higher positive correlation between practice standard and marketability for
the hiring managers of Public Accounting Employer (p < .05) (rs =.766, p <.001),

compared to hiring managers of Industry Employers (p <.05) (rs = .510, p <.001). The
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correlation between indicates attainment of a practice standard and increases

marketability is considered significant at the 0.01 level utilizing a 2-tailed analysis.

Table 17 Correlation Between Indicates Attainment of a Practice Standard and Increases

Marketability by Employer Group

Indicates

Attainment
of a Practice

Increases

Standard Marketability
Spearman’s rho
Public Accounting Employer
Indicates attainment of a practice standard
Correlation Coefficient 1.000 .7166*
Sig. (2-tailed) .000
Increases marketability
Correlation Coefficient .766* 1.000
Sig. (2-tailed) .000
Industry Employer
Indicates attainment of a practice standard
Correlation Coefficient 1.000 510*
Sig. (2-tailed) .000
Increases marketability
Correlation Coefficient 510* 1.000
Sig. (2-tailed) .000

Note. *Correlation is significant at the 0.01 level (2-tailed)
a. Public Accounting Employer: Listwise N = 35
b. Industry Employer: Listwise N = 60
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Sub-Q4: What is the correlation, if any between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal that provides
evidence of the certified candidates’ professional commitment and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified
candidates?

Hoa: There is no statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
provides evidence of the certified candidates’ professional commitment and hiring
managers’ self-reported opinion toward preferred hiring status (increases marketability)
for certified candidates.

Ha4: There is a statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
provides evidence of the certified candidates’ professional commitment and hiring
managers’ self-reported opinion toward preferred hiring status (increases marketability)
for certified candidates.

To answer Sub-Q4, Table 18 presents the Spearman’s rho correlation results for
analyzing the correlation between the certification value statements, provides evidence of
professional commitment. The self-reported certification value statements of provides
evidence of professional commitment and increases marketability were measured using
the following Likert-type scale: 1 = Strongly Agree, 2 = Agree, 3 = No Opinion,

4 = Disagree, 5 = Strongly Disagree and 6 = No Answer. The missing data only
involved non-responses and was coded as a 6. Coding the missing data allowed the
researcher to use listwise deletion in the SPSS software.
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The survey value statement (provides evidence of professional commitment) is
Statement 2 on the PVCT®O survey instrument. The results of the Spearman’s rho
correlation to determine the relationship between the variables of provides evidence of
professional commitment and increases marketability indicated a moderate, positive
correlation between professional commitment and marketability, (p <.05) (rs = .529,
Listwise N = 95, p <.001), led the null hypothesis for Sub Q-4 to be rejected. The
correlation between provides evidence of professional commitment and increases

marketability is considered significant at the 0.01 level utilizing a 2-tailed analysis.

Table 18 Correlation Between Provides Evidence of Professional Commitment and
Increases Marketability

Provides

evidence of

professional  Increases
commitment  marketability

Spearman’s rho
Indicates attainment of a practice standard
Correlation Coefficient 1.000 529*
Sig. (2-tailed) .000

Increases marketability
Correlation Coefficient 529* 1.000
Sig. (2-tailed) .000

Note. *Correlation is significant at the 0.01 level (2-tailed)
a. Listwise N = 95

In Table 19, the results of the Spearman’s rho correlation between the variables of
provides evidence of professional commitment and increases marketability, indicated a
slightly lower positive correlation between professional commitment and marketability
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for the hiring managers of Public Accounting Employer, (p <.05) (rs =.609, p <.001),
compared to hiring managers of Industry Employers (p <.05) (rs =.514, p <.001). The
correlation between provides evidence of professional commitment and increases

marketability is considered significant at the 0.01 level utilizing a 2-tailed analysis.

Table 19 Correlation Between Provides Evidence of Professional Commitment and
Increases Marketability by Employer Group

Provides

evidence of

professional Increases
commitment  marketability

Spearman’s rho
Public Accounting Employer

Provides evidence of professional commitment
Correlation Coefficient 1.000 .609*
Sig. (2-tailed) .000

Increases marketability
Correlation Coefficient .609* 1.000
Sig. (2-tailed) .000

Industry Employer

Provides evidence of professional commitment
Correlation Coefficient 1.000 514*
Sig. (2-tailed) .000

Increases marketability
Correlation Coefficient 514 1.000
Sig. (2-tailed)

Note. *Correlation is significant at the 0.01 level (2-tailed)
a. Public Accounting Employer: Listwise N = 35
b. Industry Employer: Listwise N = 60
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The primary research question for this study was “What is the correlation, if any,
between hiring managers’ self-reported value of accounting paraprofessional certification
hiring signals (knowledge, competence, practice standard, professional commitment) and
hiring managers’ self-reported opinion toward a preferred hiring status (increases
marketability) for certified candidates?”

Ho: There is no statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification hiring signals
(knowledge, competence, practice standard, professional commitment) to hiring
managers’ self-reported opinion toward a preferred hiring status (increases marketability)
for certified candidates.

Ha: There is a statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification hiring signals
(knowledge, competence, practice standard, professional commitment) to hiring
managers’ self-reported opinion toward a preferred hiring status (increases marketability)
for certified candidates.

The null hypothesis for the primary research question would be rejected for the
combination of (knowledge, competence, practice standard, professional commitment) to
hiring mangers’ self-reported opinion toward a preferred hiring status (increases
marketability) for certified candidates, based on the null hypothesis being rejected for
SubQ-1 through Sub-Q4. A moderate correlation for each of the four variables in
relationship to increases marketability was calculate, p <.001, which was < .05, the

significance level established for this study.
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Conclusion

In Chapter 4, the data and statistical analyses presented anthropomorphic findings
regarding the correlation between hiring managers’ self-reported value of accounting
paraprofessional certification hiring signals to hiring managers’ self-reported view
regarding certified candidates receiving a preferred hiring status (increases
marketability). More specifically, this study’s findings indicated a moderate relationship
between the four specifically identified hiring signals from prior research: (1) knowledge,
(2) accounting competence, (3) practice standard, and (4) professional commitment and
hiring mangers’ self-reported view regarding certified candidates receiving a preferred
hiring status (increases marketability). With a significance level < .05, the null
hypothesis for Sub-Q1 — Sub-Q4 was rejected as well as the null hypothesis for the
primary research question. In addition, the results of this study offered insight into the
strong percentage of agreement for each of the five value statements in total and between
employer groups within the field of accounting paraprofessional certification. It also
offered an opportunity for comparison between the percentage of agreement for this study
and other studies that utilized the PVCT®© survey instrument, which presented similar

results.
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CHAPTER 5. DISCUSSION, IMPLICATIONS, RECOMMENDATIONS

Introduction

Baretich (2012) proposed that approaching the topic of certification in a variety of
environments, will most likely “spark heated discussion” and “there’s no shortage of
opinions about the value of certification” (p. 68). However, regardless of how
controversial the topic of certification value may be, certification has been identified as a
signal of a potential employee’s knowledge, skills, expertise and/or his or her readiness to
join and successfully contribute to an organization (Bricker, 2015). This study sought to
provide additional insight into the certification field of study, in particular, the area of
accounting paraprofessional certification. In particular, the findings of this research
provided an insight into the correlation between four key hiring signals identified in prior
research (knowledge, competence, practice standard, professional commitment), and a
preferred hiring status (increases marketability). Therefore, the results of this study
added to the existing body of certification knowledge as well as narrowed the theoretical
gap in the field of accounting paraprofessional certification. Future researchers can use
the results of this study as a foundation for further accounting paraprofessional

certification exploration and examination.
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Chapter 5 of this dissertation discussed the findings of this study in greater detail,
and in relationship to prior research. It provided an in-depth review of the study,
including the methodologies and findings. Chapter 5 was organized in the following
manner: (1) summary of the results; (2) discussion of the results; (3) implications of the
study results; (4) limitation of the study, and (5) recommendations for future research or

intervention.

Summary of the Results

The value of voluntary certification involves both the perception of the hiring
manager and the certified employee. As both hiring managers and employees recognize
the value a particular certification, the more likely they are to invest in the process
(Wiley, 1995). Certifying organizations often promote the benefits of certification;
however, these proposed benefits may only exist if all of the stakeholder, including the
hiring managers’, have the same perception (Phillips, 2004; Wiley, 1995). If hiring
managers do not place value on a particular certification, as a signal for employment,
then the certification will not last (Gaberson et al., 2003; Wiley, 1995). The hiring
manager’s perception toward the value of certification is a vital component for the
success of any certification program.

The study used a quantitative, non-experimental, exploratory correlational survey
methodology. The sample for the study was obtained from the TSCPA membership
database, targeting CPA Hiring Managers of accounting paraprofessionals. CPA Hiring
Managers worked for either public accounting employers or industry employers, and held

the CPA designation for five or more years. A survey invitation, including a web link to
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SurveyMonkey®, was mailed to the sample population. The PVCT® survey instrument
was administered through SurveyMonkey®, allowing for data collection online, in an
anonymous environment. The SurveyMonkey® link was available over a three-week
period. The respondents were required to indicate that they were currently or previously
involved in hiring accounting paraprofessionals in order to participate in the survey.
Those who were not qualified to participate in the study, were exited from the study
before answering any of the PVCT®© survey questions.

Of the 1,498 participants solicited to participate in this study, 103 respondents
entered the survey. Eight of the respondents were disqualified, or did not choose to
participate in the survey. The remaining 95 respondents completed the survey (Public
Accounting, 35; Industry, 60). There was no missing data (non-responses) for the value
statements utilized to answer the research questions in this study.

The purpose of this study was to assess the correlation, between hiring managers’
self-reported value of key accounting paraprofessional certification hiring signals
(knowledge, competence, practice standard, professional commitment) to hiring
managers’ self-reported view regarding certified candidates receiving a preferred hiring
status (increases marketability). These key hiring signals were identified in prior
certification research and were further supported by the percentage of employer
agreement found in two prior studies (Bekemeier, 2007; Sechrist et al., 2006).
Specifically, this study explored the correlation between four certification value
statements from the PVCT®© survey instrument, (validates specialized knowledge,
indicates level of accounting competence, indicates attainment of a practice standard,
provides evidence of professional commitment) that aligned with the four key hiring
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signals involved in this study. Additionally, the PVCT®O value statement increases
marketability was used as an indicator of a preferred hiring status for certificated
candidates. The primary research question and hypotheses for this study were as follows:

Primary Research Question: What is the correlation, if any, between hiring
managers’ self-reported value of accounting paraprofessional certification hiring signals
(knowledge, competence, practice standard, professional commitment) and hiring
managers’ self-reported opinion toward a preferred hiring status (increases marketability)
for certified candidates?

Ho: There is no statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification hiring signals
(knowledge, competence, practice standard, professional commitment) to hiring
managers’ self-reported opinion toward a preferred hiring status (increases marketability)
for certified candidates.

Ha: There is a statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification hiring signals
(knowledge, competence, practice standard, professional commitment) to hiring
managers’ self-reported opinion toward a preferred hiring status (increases marketability)
for certified candidates.

The primary research question was examined using data collected with the
PVCT®O instrument to answer the sub questions (Sub-Q1 — Sub-Q4). Spearman’s rho, a
non-parametric correlation measurement, was used with the ordinal data collected by the
Likert-type scale instrument (PVCT®©). Respondents answered 18 value statements (12
intrinsic, 6 extrinsic), including the key hiring signal value statements used in this study
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of (validates specialized knowledge, indicates level of accounting competence, indicates
attainment of a practice standard, provides evidence of professional commitment,
increases marketability). The data collected with the PVCT© was used to answer the
research sub questions in order to determine a relationship, if any, between the key hiring
signal value statements of (validates specialized knowledge, indicates level of accounting
competence, indicates attainment of a practice standard, provides evidence of
professional commitment), and a preferred hiring status (increases marketability). The
primary research question included a combination of the four key hiring signal value
statements involved the research sub questions. Therefore, the research sub questions
needed to be answered before an answer to the primary research question could be
determined. The primary research question was answered in this chapter, immediately
following the answers to the research sub questions.

Sub-Q1: What is the correlation, if any between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal that validates the
certified candidates’ specialized knowledge and hiring managers’ self-reported opinion
toward a preferred hiring status (increases marketability) for certified candidates?

Ho1: There is no statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
validates the certified candidates’ specialized knowledge and hiring managers’ self-
reported opinion toward a preferred hiring status (increases marketability) for certified

candidates.
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Haz1: There is a statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
validates the certified candidates’ specialized knowledge, and hiring managers’ self-
reported opinion toward a preferred hiring status (increases marketability) for certified
candidates.

Sub-Q1 was examined using data collected with the PVCT®© survey instrument.
A Spearman’s rho correlation was used for statistical analysis to determine correlation
between the hiring managers’ value of certification as a hiring signal of knowledge, and a
preferred hiring status (increases marketability). Overall, hiring managers’ responses to
the value statement, validates specialized knowledge, indicated a moderate, positive
correlation between knowledge and marketability. Therefore, the null hypothesis was
rejected.

Sub-Q2: What is the correlation, if any, between hiring managers’ self-reported
value accounting paraprofessional certification as a hiring signal that indicates the
certified candidates’ level of accounting competence and hiring managers’ self-reported
opinion toward preferred hiring status (increases marketability) for certified candidates?

Ho2: There is no statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
indicates the certified candidates’ level of accounting competence, and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified

candidates.
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Ha2: There is a statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
indicates the certified candidates’ level of accounting competence, and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified
candidates.

Sub-Q2 was examined using data collected with the PVCT®© survey instrument.
A Spearman’s rho correlation was used for statistical analysis to determine correlation
between the hiring managers’ value of certification as a hiring signal of competence to a
preferred hiring status (increases marketability). Overall, hiring managers’ responses
indicated a moderate, positive correlation between competence and marketability.
Therefore, the null hypothesis was rejected.

Sub-Q3: What is the correlation, if any, between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal that indicates the
certified candidates’ attainment of a practice standard and hiring managers’ self-reported
opinion toward preferred hiring status (increases marketability) for certified candidates?

Hos: There is no statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
indicates the certified candidates’ attainment of a practice standard and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified

candidates.
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Has: There is a statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
indicates the certified candidates’ attainment of a practice standard, and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified
candidates.

Sub-Q3 was examined using data collected with the PVCT®© survey instrument.
A Spearman’s rho correlation was used for statistical analysis to determine correlation
between the hiring managers’ value of certification as a hiring signal of attainment of a
practice standard to a preferred hiring status (increases marketability). Overall, hiring
managers’ responses indicated a moderate, positive correlation between practice standard
and marketability. Therefore, the null hypothesis was rejected.

Sub-Q4: What is the correlation, if any between hiring managers’ self-reported
value of accounting paraprofessional certification as a hiring signal that provides
evidence of the certified candidates’ professional commitment and hiring managers’
self-reported opinion toward preferred hiring status (increases marketability) for certified
candidates?

Hoa: There is no statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
provides evidence of the certified candidates’ professional commitment and hiring
managers’ self-reported opinion toward preferred hiring status (increases marketability)

for certified candidates.
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Haa: There is a statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification as a hiring signal that
provides evidence of the certified candidates’ professional commitment and hiring
managers’ self-reported opinion toward preferred hiring status (increases marketability)
for certified candidates.

Sub-Q4 was examined using data collected with the PVCT®© survey instrument.
A Spearman’s rho correlation was used for statistical analysis to determine correlation
between the hiring managers’ value of certification as a hiring signal that provides
evidence of professional commitment to a preferred hiring status (increases
marketability). Overall, hiring manager responses indicated a moderate, positive
correlation between professional commitment and marketability. Therefore, the null
hypothesis was rejected. Now let’s revisit the primary research question and hypotheses
for this study.

Primary Research Question: What is the correlation, if any, between hiring
managers’ self-reported value of accounting paraprofessional certification hiring signals
(knowledge, competence, practice standard, professional commitment) and hiring
managers’ self-reported opinion toward a preferred hiring status (increases marketability)

for certified candidates?
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Ho: There is no statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification hiring signals
(knowledge, competence, practice standard, professional commitment) to hiring
managers’ self-reported opinion toward a preferred hiring status (increases marketability)
for certified candidates.

Ha: There is a statistically significant correlation between hiring managers’
self-reported value of accounting paraprofessional certification hiring signals
(knowledge, competence, practice standard, professional commitment) to hiring
managers’ self-reported opinion toward a preferred hiring status (increases marketability)
for certified candidates.

Since all of the null hypotheses for the sub questions were rejected, the null
hypothesis was also rejected for the primary research question. The primary research
question included a combination of the four key hiring signals (knowledge, competence,
practice standard, professional commitment), in correlation to a preferred hiring status
(increases marketability).

The survey results indicated a high level of agreement among respondents,
regarding the five certification value statements of knowledge (92.6%), competence
(90.5%), practice standard (91.6%), professional commitment (95.8%) and marketability
(95.8%). The median for all five value statements being examined was 2.000 and the
interquartile range was 3.000. A Spearman’s rho correlation was also performed on the
four value statements of knowledge, competence, practice standard and professional
commitment in relationship to a preferred hiring status (increases marketability). A
moderate, positive correlation, in total, was found between all of the measured value

139

www.manaraa.com



statements with indicates professional commitment having the lowest correlation at
(rs=.529, Listwise N = 95, p <.01) and indicates practice standard having the highest
correlation at (rs=.591, Listwise N = 95, p <.01).

When examining the correlation for the same hiring signals by employer type
(Public Accounting, Industry), there was a higher, positive correlation found between all
of the measured value statements and marketability, compared to industry employers who
showed only a moderate, positive correlation (Table 20). The value statement of
indicates attainment of a practice standard had the highest correlation for hiring managers
in public accounting at (rs = .766, Listwise N = 95, p <.01), compared to the lowest
correlation for hiring managers in industry at (rs = .510, Listwise N = 95, p <.01).
Perhaps the more regulatory nature of public accounting contributed to the higher
correlation for responses from hiring managers in public accounting, compared to
industry. Future research may want to investigate these differences further. The value
statement of provides evidence of professional commitment resulted in the lowest
correlation for hiring managers’ in public accounting at a moderate, positive correlation
of (rs = .609, Listwise N =95, p <.01). The response to the professional commitment
value statement was still higher for hiring managers’ in public accounting compared to
the moderate, positive correlation found from their counterparts’ responses in industry
(rs = .514, Listwise N = 95, p <.01). Overall, hiring managers’ in public accounting
responded with a higher correlation to the key hiring signals in comparison to a preferred
hiring status (increases marketability), compared to hiring managers’ in industry. Further

research may be warranted to understand differing viewpoints between employer groups.
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Table 20 Correlation Between Key Hiring Signals and Increases Marketability by
Employer Group

Practice Professional

Employer Type Knowledge Commitment Standard Commitment Marketability
Public Accounting
Correlation Coefficient  .700 .666 .766 .609 1.000
Sig. (2-tailed) .000 .000 .000 .000
Industry
Correlation Coefficient .543 516 510 514 1.000
Sig. (2-tailed)

Note. *Correlation is significant at the 0.01 level (2-tailed)
a. Public Accounting Employer: Listwise N = 35
b. Industry Employer: Listwise N = 60

The null hypothesis for Sub-Q1 through SubQ-4 were rejected due to the
correlation between variables. The primary research questions was a summation of the
sub questions and therefore, the null hypothesis for the primary research question were

rejected as well.

Discussion of the Results

The value of accounting paraprofessional certification from the perception of
hiring managers is limited (Quan et al., 2007; Wierschem et al., 2010), and no known
research exists in the accounting paraprofessional field of study from the employer’s
perspective. Therefore, this study looked at the value of accounting paraprofessional
certification from the hiring managers’ perspective using a scholarly lens.

While the correlational data analysis from this study offered an understanding
about the moderate, positive overall relationship between the key hiring signals
(knowledge, competence, practice standard, professional commitment) in connection to a
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preferred hiring status (increases marketability), descriptive statistics analysis of
frequency, median, interquartile range and percentage of agreement were also performed.
The demographic data of CPA Public Accounting Hiring Managers and CPA Industry
Hiring Managers were also used in order to understand similarities and differences that
existed between hiring managers in these two employment environments.

The PVCTO instrument presented respondents with 18 value statements (12
intrinsic and 6 extrinsic); however, only four pre-identified intrinsic certification hiring
signals from prior literature, (knowledge, accounting competence, practice standard,
professional commitment) were examined in relationship to the extrinsic certification
value statement involving a preferred hiring status (increases marketability) (Bekemeier,
2007; Byrne et al., 2004. Cary, 2001; Fox, 2010; Gaberson et.al., 2003; Messmer et al.,
2011; Niebuhr & Biel, 2007; Sechrist & Berlin, 2006; Sechrist et al., 2006). Respondents
were not aware of the five value statements identified for this study. Therefore, the
survey should not have influenced or created bias in the participants’ responses (Leedy &
Ormrod, 2005). The interpretations for this study were unique, in the fact that no existing
literature for the accounting paraprofessional field of study was available for comparison.
The percentage of agreement results for this study were compared against prior PVCTO
research findings (Bekemeier, 2007; Sechrist et al., 2006) involving employers’, in the
field of nursing; in order to better understand the findings for this study in the context of
prior research. The moderate to high, positive correlation findings from this study
allowed the researcher to determine the relationship between the key hiring signals
(knowledge, competence, practice standard, professional commitment), and a preferred
hiring status (increases marketability); however, the findings of this study were not able
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to determine causation. Bartlett (2012) proposed that two factors indicate an association
or relationship, but correlation is not statistically sufficient to ascertain if one factor
causes another. Therefore, future research would be required in order to examine
causation between the four key hiring signals (knowledge, commitment, practice
standard, professional commitment) and a preferred hiring status (increases

marketability).

Implications of the Study Results

The findings for percentage of agreement in this study were compared to Sechrist
et al., (2006) which included similar employer categories (administrators) in the field of
nursing. The descriptive statistics in Table 21, found a high percentage of agreement
among hiring manager’s perception involving the certification value statements of
validates specialized knowledge (APHMs 92.6%, NADs 94.6%), indicates attainment of
a practice standard (APHMs 91.6%, NADs 89.2%), and provides evidence of
professional commitment (APHMs 95.8%, NADs 90.7) (Sechrist et al, 2006). The results
found in this study are encouraging in the sense that hiring managers’ value accounting
paraprofessional certifications, similar to administrators in the field of nursing which has
both licensure and voluntary certifications. Significant differences existed in the
percentage of agreement between APHMs (90.5%) and NADs (72.9%) with regard to
indicates level of accounting (clinical) competence. The difference for this response,
might be skewed, due to the response rate difference between APHMs (N = 95) and
NADs (N = 694). Additionally, the difference in the response may be due to the
dissimilarity of the work requirements between accounting paraprofessionals and nursing
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personnel. The value statement of increases marketability also saw a significant
difference between the response of the APHMs (95.8%) and NADs (76.9%). This
difference may be related to a similar discrepancy found in the percentage of agreement
between promotes recognition from employers, APHMs (93.7%), compared to NADs
(70.3%). The lower response rate by NADs to increases marketability and promotes
recognition from employers, may be directly related, as the hiring managers are the
gatekeepers to employment; therefore, if hiring managers do not recognize a certification,
it would be understandable that the certification would not provide a preferred hiring
status (increases marketability). Wiley (1995) suggested if hiring managers do not place

value on a particular certification, then over time that certification’s value will decline.
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Table 21 Percentage of Agreement with 18 PVCT® Value Statements

Value Statement Item % in agreement™ % in Agreement
APHM NADs
(N=095) (N=1694)
(Sechrist et al.,
2006)

12 PVCT® Intrinsic Value Statements

Enhances feeling of personal accomplishment 100.0 98.3
Provides personal satisfaction 100.0 97.2
Validates specialized knowledge 92.6 94.6
Provides professional challenge 91.6 93.8
Indicates attainment of a practice standard 91.6 89.2
Enhances professional credibility 96.8 92.0
Indicates professional growth 97.9 93.9
Provides evidence of professional commitment 95.8 90.7
Indicates level of accounting/clinical competence 90.5 72.9
Enhances personal confidence in accounting/clinical 95.8 87.2
abilities

Provides evidence of accountability 75.8 73.7
Enhances professional autonomy 82.1 72.9

6 PVCTO Extrinsic Value Statements

Promotes recognition from peers (c) 90.4 81.3

Promotes recognition from other accounting 92.6 75.9
professionals/other health care professionals

Promotes recognition from employers 93.7 70.3

Increases consumer confidence (d) 69.9 51.0

Increases marketability 95.8 76.9

Increases salary 80.0 30.7

Note. % in agreement is the total percentage of respondents who selected “Strongly Agree” and “Agree”
a. APHMSs = Accounting Paraprofessional Hiring Mangers’
b. NADs = Nursing Administrators
c. Missing Data (No Answer - NA) (N=1)
d. Missing Data (No Answer - NA) (N=2)

Additionally, the percentage of agreement, between CPA Hiring Managers in
Public Accounting, versus CPA Hiring Mangers in Industry, were comparable. The
correlation results, using Spearman’s rho, identified a moderate, positive correlation,
between increases marketability, and the four certification value statements of validates
specialized knowledge (r2 = .573, Listwise N = 95, p <.001), indicates a level of

accounting competence (r2=.550, Listwise N = 95, p <.001), indicates attainment of a
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practice standard (r2 = .591, Listwise N = 95, p <.001), provides evidences of
professional commitment (r2 = .529, Listwise N = 95). The correlation results for Public
Accounting Hiring Managers and Industry Hiring Managers were similar, although the
Public Accounting Hiring Managers (r2 = .700, Listwise N = 35, p <.001), had a
stronger, positive correlation than Industry Hiring Managers for validates specialized
knowledge (r2 = .543, Listwise N = 60, p <.001). They also had a higher, positive
correlation for indicates attainment of a practice standard (Public Accounting Hiring
Managers, r2 = .766, Listwise N = 35, p <.001) compared to (Industry Hiring Managers,
r2 = .510, Listwise N = 60, p <.001). The small sample size and the number of
respondents from Industry (60) versus Public Accounting (35) may account for the
difference. Additionally, since public accounting may have a higher regulatory standard
than industry, this may also account for the difference. Further research would be
required in order to understand the differences between the two employer groups for
these findings. The findings in this study had a p value of .000, which means p <.001,
but it does not necessarily mean that p = 0. Since p < .05, the null hypothesis was
rejected for Sub Q-1 through Sub-4. The primary research question was a summary of
the four sub questions, so the null hypothesis for the primary research question was
rejected as well.

The correlation analysis indicated a relationship for the four value statements of
knowledge, accounting competence, practice standard, professional commitment and
marketability. The findings in this study were consistent with the pre-study assumptions
based on prior certification studies in the field of nursing. Nursing has a professional
licensure requirement as well as voluntary certification (Bekemeier, 2007), which is
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similar to the field of accounting. The implications for this certification study, in the
field of accounting paraprofessional, include that hiring managers appear to be aware of
the benefits of voluntary accounting paraprofessional certification. Their high percentage
of agreement with the examined value statements for this study may indicate a
willingness to using accounting paraprofessional certification as a signal during the hiring
process. Considering that many accounting paraprofessionals have limited formal
education or training in the field, and often learn what they know on-the-job; hiring
managers may be willing to use accounting paraprofessional certification as a hiring
signal to validate the prospective employee’s knowledge and skills in order to select the
best possible applicant for the job (Fertig, 2011).

Spence (1973) suggested that hiring managers have a variety of factors or signals
they can use when making hiring decisions and proposed that hiring managers cannot
truly distinguish between qualified or unqualified applicants during the hiring process.
Therefore, hiring managers must reply on other existing and noticeable personal
“characteristics and attributes” (Spence, 1973, p. 357). To avoid hiring the wrong
individual for the job, hiring managers can use signals as part of the hiring process
(Albrecht & Van Ours, 2006; Bartlett, 2012; Bricker, 2015; Karasek & Bryant, 2012;
Spence, 1973). Several hiring signals were discussed in prior literature, including
education, experience, personal characteristics and a variety of other detectable traits
(Spence, 1973). Certification was discussed in more recent literature as a reliable signal
that hiring managers could use to identify a job candidate’s degree of knowledge,
competency, attainment of prescribed standards and/or professional commitment
(Bartlett, 2012; Bricker, 2015; Cary, 2001; Cegielski et al., 2003; Fertig, 2011,
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Hutchinson & Fleischman, 2003; Lester et al., 2011; Phillips, 2004; Wiley, 1995). The
results of this study showed that hiring managers had a high percentage of agreement
with the key hiring signals of knowledge, commitment, practice standard and
professional commitment and a moderate to high level of correlation between these
factors and a preferred hiring status (increases marketability). Therefore, it appears that
hiring managers’ value certification as a hiring signal for these factors. Further research
is needed in order to understand any cause and effect that might be involved between
these key certification value statements. This study has provided a foundation for future
researchers to build upon.

The study of certification has been viewed in terms of the human capital theory,
resource-based view and the signaling theory, to name a few. Clark and Martorell (2014)
proposed that human capital theories and signaling theory are somewhat intertwined and
often empirically difficult to distinguish from each other at times. Both tend to imply a
positive effect between the hiring signals valued by employers and wages. Human
capital has often been referred to, in accounting terms, as an asset of the firm. Yu-Shu, et
al., (2009) referred to human capital as “the most important asset of public accounting
firms” (p. 523). Human capital has been considered an integral part of a firm’s
competitive strategic advantage. Human capital is commonly thought to be the
knowledge, skills and abilities (KSA) employees bring to an organization (Litschka, et al,
2006). Choudhury and Jones (2010) looked at human capital from an individual’s
perspective and proposed that human capital was a leading factor in determining career
success, especially earning potential. Those who are advocates of human capital in the
study of certification, typically consider certification to be an indicator of the knowledge

148

www.manaraa.com



and skills that the certification is designed to measure. The resource-based view
expanded the human capital theory by identifying the differences in organizational
resources, such as human capital. At times, human capital can be the core of a firm’s
competitive advantage, if the resource is viewed as unique, valuable, and difficult to
duplicate (Barney, 1991, Campbell, et al., 2012). However, acquiring the employees with
the best resume (most knowledge, skills and abilities) does not guarantee a sustainable
competitive advantage for the organization (Barney, 1991; Cohen, 2012; Coff, 1997.)
The human capital qualities that make an employee a strategic asset, such as certification,
education and experience, can become portable, which creates a management challenge
for employers (Coff 1997). At times, a firm may not realize the value of a particular
human capital resource until it is no longer available. Therefore, if one hiring manger
views the hiring signal of certification differently than another, the hiring mangers’
organization may gain a strategic competitive advantage over the other firm by
employing the certified candidate. However, if the human capital is duplicated by other
firms, (i.e., each hiring manager holds the same value regarding certification), then
neither organization gains a strategic competitive advantage. Considering the percentage
of agreement found in this study, it does not appear that certification will provide a
significant competitive advantage for one firm over another. Barney (1991) addressed
competitive advantage based on human capital, when he proposed that firms holding a
sustained competitive advantage should not expect the benefit to “last forever” (p. 103).
The focus of this study and the related findings were examined using the signaling
theory, which was the seminal work of Spence (1973). The signaling theory as applied to
this study, indicated that hiring mangers view certification as a signal which indicates
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knowledge and skills required for the job in relationship to a preferred hiring status
(increases marketability). The benefit that hiring managers can gain from valuing
certification as a hiring signal may be the ability to minimize hiring mistakes. Sahlein
(2006) discussed that certification can prevent employers from hiring the wrong person,
which can often take months to determine the new hire’s fit in the workplace. The
findings in this study appear to support that hiring managers of accounting
paraprofessionals use certification as a signal of knowledge, competence, practice
standard and professional commitment in terms of a preferred hiring status (increases
marketability). Hiring managers in public accounting, have a higher, positive correlation
for these hiring signals than their industry counterparts. Perhaps the respondents from
public accounting use certification more frequently in an effort to avoid hiring the wrong
person for the job (Albrecht & Van Ours, 2006; Spence, 1973), or public accounting may
have a more formal hiring process than industry. Signals can be useful tools when little
else is known about an applicant, especially if an organization uses a more formal hiring
channel (Albrecht & Van Ours, 2006). Future research would be required in order to
gain a better understanding about the correlational differences between employer group

(public accounting, industry) for the value statements examined in this study

Assumptions and Limitations
Theoretical Assumptions
Prior certification literature provided the theoretical framework for the hiring
signals associated with certification in this study (Bekemeier, 2007; Byrne et al., 2004;

Fertig, 2011; Fox, 2010; Gaberson et al., 2003; Messmer et al., 2011; Niebuhr, & Biel,
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2007; Sechrist & Berlin, 2006; Sechrist et al., 2006). The prior literature reviewed
utilized the PVCT® instrument, which contained previously established certification
value statements associated with the hiring signals explored in this study, and saw a high
percentage of prior employer agreement. Based on past research, it was assumed that this
study could use the PVCT® instrument to measure hiring managers’ opinions regarding
the value of certification hiring signals in the accounting paraprofessional certification

field of study (Bekemeier, Sechrist et al., 2006).

Topical Assumptions

It was assumed that the perceived benefits of certification for accounting
paraprofessionals would be similar to the perceived benefits of voluntary certifications
for the nursing field of study. The field of nursing, like accounting, involves certification
in both licensure and voluntary formats; therefore, the two fields from a certification
perspective appeared similar in this nature. It was also assumed that CPA hiring
managers would understand the role of the accounting paraprofessional, including the
knowledge and skills required for the job (Compton, 1980, 2000).
Methodological Assumption

It was assumed that the previously identified two-factor structure of intrinsic and
extrinsic values found in prior perceived value of certification studies would remain
consistent in this study (Bekemeier, 2007; Sechrist & Berlin, 2006; Sechrist et al., 2006).
It was further assumed that the ranked data, presented in the Likert-type scale survey
instrument (PVCT®) would be ordinal-level and therefore nonparametric statistical tests
would apply (Cooper & Schindler, 2006; Leedy & Ormrod, 2005).
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Limitations

While the theoretical, topical and methodological assumptions made at the start of
this study held true, some limitations predicted at the beginning of the study also applied.
One limitation of this study was the knowledge that there are are non-CPA hiring
managers who hire accounting paraprofessionals. This study only looked at the hiring
manager’s perspective regarding certification hiring signals through the lens of
individuals holding the CPA licensure. It is possible that non-CPA hiring managers’ may
hold different views.

Another limitation of the study involved the respondents’ personal certifications,
education and experience. This study acknowledges that a respondent’s personal
opinions may be influenced by their own personal biases. Respondents who hold
personal certifications may have a more positive opinion of others who hold
certifications, even in another occupation. The percentage of agreement regarding the
examined certification value statement for this study was high (over 90%),
therefore, it is possible that the overall high percentage of agreement regarding these
value statements may be the results of hiring manager respondents in this study holding
CPA licensure.

The response rate of less than seven percent was unexpected. Prior studies using
the PVCT®O survey instrument saw much higher response rates, often double-digit. The
database, rental agreement, restrictions may have contributed to lower than anticipated
participation. For instance, the one-time contact by postal mail contract stipulation and
the contractual inability to email the potential participants directly may have contributed
to the low response rate. Additionally, the survey closed on a holiday week, which may
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have distracted potential respondents from participating. Culley, Sun, Harman, &
Warner (2013) proposed low response rates can create the potential for response bias.
The low response rate in this study may have skewed the data results slightly; however,
the differences in response between this study when compared to previous research did
not appear to be significant (Bekemeier, 2007; Sechrist et al., 2006).

This correlational study explored the relationship between five of the 18 value
statements. This researcher is aware that other value statements from the PVCT® that
were not examined in this study, may have a correlation with the value statements
examined. Additionally, this researcher is aware that PVCT®O value statements may have
a cause and effect relationship, which could not be determined from the scope of this
study.

Other limitations of this study involve the potential for other hiring factors in
addition to or separate from certification. For instance, prior research has indicated that
education and experience can also be hiring signals. The respondents’ familiarity with
the accounting paraprofessional certifications may vary. Additionally, due to the various
accounting paraprofessional certifications available, the value of one certification over
another may also differ. Lastly, the order of agreement presentation (Strongly Agreed,
Agreed, Disagree, Strongly Disagree and No Opinion) of the PVCT® instrument, might
have solicited more positive responses, creating a positive response bias (Frey, 2013,
Friedman, et al., n.d.). Participants may be more likely to agree with a positive to
negative presentation of a Likert-type scale, rather than a negative to positive (Strongly

Disagree to Strongly Agree) presentation (Friedman, et al., n.d.).
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Recommendations for Further Research

The results of this research could be used in the future to look at the other PVCTO
value statements as potential certification hiring signals and the correlation between those
factors and marketability. Future research may also consider examining how the value
statements of, increases marketability, may convert to higher wages (increases salary).
Choudhury and Jones (2010) examined human capital, such as certification, from an
individual’s perspective, proposing that this could lead to future earning potential.
Future research may also look at those who hire accounting paraprofessionals through a
different lens. For instance, completing a similar study with those individuals who do not
hold the CPA designation, such as non-CPA hiring managers, hiring managers who are
not accountants and/or hiring managers that have other certifications, (e.g. CMA, CIA,
CFE), then comparing the results with the findings of this study. Future research may
look at hiring manager’s perceived value of certification in other industries that have
voluntary certification and hire paraprofessional or support staff. Conducting future
accounting paraprofessional certification research of hiring managers across a larger
sample population, in order to generate a larger response rate, may also be beneficial.
Future accounting paraprofessional certification research may also want to explore other
hiring signals (e.g., education, experience) in order to determine any correlation between
these hiring signals, certification, and a preferred hiring status. Wilkens (2013) noted that

some employers value education as a hiring signal, while others value certification as a
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hiring signal and still other employers value both (education and certification). Cohen
(2012) seemed to agree by stating “certification is but one piece to the puzzle, education
attainment is but one piece of the puzzle and experience is but one piece of the puzzle”
(p. 264).

This study looked at accounting paraprofessional certification as a whole, rather than
examining the value of certification by specific certifications. Future research may want
to examine if hiring managers value certain accounting paraprofessional certifications
more than others. Does the respondents’ familiarity or lack of familiarity with certain
certifications effect the perceived value? Do certifications with a continuing education
component hold more value than certification without this requirement? Additionally,
replicating this study and adding certain demographic data such as the respondents’
personal certifications, personal experience, and personal education may provide
additional relationships and insight. Furthermore, future accounting paraprofessional
certification research may want to study how organizations value or recognize certified
candidates in their organization and compare the stated organizational perspective with
the hiring mangers’ personal attitudes. Schmal & Derrevere (2012) proposed that some
organizations honor certified employees as a way to show value to the certification.
Future research may be warranted to explore if there is a correlation between the
organizational culture regarding certification and the hiring managers’ perceived value of
certification as a hiring signal. Finally, another area for future research involves
identifying what hiring signals employers advertise for in accounting paraprofessional,

job board announcements. In particular, do potential employers require or prefer certain
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certifications? Examining the emphasis employers place on certification in job board
announcements, may provide an objective look at the value of certification from a hiring
manager’s perspective (Aguinis, Michaelis, Jones, 2005).
Conclusions

Voluntary certification has been examined extensively in certain fields (e.g.,
nursing, human resource management, information technology) (Aguinis, et al., 2005;
Bekemeier, 2007; Byrne, et al., 2004; Cary, 2001; Gaberson et al., 2003; Jeffries, 2013;
Lengnick-Hall, & Aguinis, 2012; Lester, et al., 2011; Messmer et al., 20111; Niebuhr &
Biel, 2007; Phillips, 2004; Sechrist et al., 2006; Wierschem et al., 2010; Wiley, 1995).
However, the value of voluntary certification in other fields, such as accounting
paraprofessional, is still unclear. The perceptions of hiring managers, who are the
gatekeepers to employment, can have an effect on the hiring process. Therefore, the
purpose of this study was to add to the existing body of general certification knowledge
as well as the unknown area of accounting paraprofessional certification. More
specifically; this study accomplished its purpose of exploring the correlation between
four key hiring signals, identified in prior research (knowledge, competence, practice
standard, professional commitment), in relationship to hiring managers’ self-reported
view regarding increased marketability (preferred hiring status) for certified candidates
(Coe & Delaney, 2008; Compton, 2000; Coppage et al., 2012; Davenport, 2006; Fertig,
2011; Gaberson et al., 2003; Gilley & Galbraith, 1986; Hutchison & Fleischman, 2003;
Phillips, 2004; Roberts, 2005; Wiley, 1995; Wierschem et al., 2010). The findings of this
research have provided new scholarly knowledge in the accounting paraprofessional
certification field of study with respect to the positive correlation between key
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certification hiring signals (knowledge, competence, practice standard, professional
commitment), and a preferred hiring status (increases marketability). While the findings
established in this study only indicated a moderate, positive correlation between all the
variables of (knowledge, commitment, practice standard, professional commitment), and
marketability, these findings are consistent with research in other fields of study and
provide an excellent foundation for future certification research involving the accounting
paraprofessional occupation. While more research is needed in the area of accounting
paraprofessional certification, the results of this study added to the certification body of
knowledge. It provided further clarification about the value hiring managers’ place on
voluntary accounting paraprofessional certification as a hiring signal of specialized
knowledge, accounting competence, attainment of practice standard, and evidence of
professional commitment, in correlation to a preferred hiring status (increases
marketability). The results of this research provided a foundation for future research in
the accounting paraprofessional certification, field of study. The immediate, practical
applications of this study, involve those in the accounting paraprofessional certification
value chain, such as: (1) those who hire accounting paraprofessionals; (2) existing and
future certifying bodies; (3) employers’ in other fields; (4) those in academia who train
accounting paraprofessionals; and (5) future researchers who may want to use this study’s
results to further explore certification as a way for organizations to recruit the best

employment candidates.
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