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The complexity of today's
projects makes it more
important than ever to
have up -to- the - minute
information at your
fingertips. How else can
you control costs and
ultimately your bottom
line? How else can you
make critical decisions
before it's too late?

Manage project costs in real time and
maximize your profitability.
Intellisol" Project Accounting gives you incredible control
over even the most complex projects. With one -time data
entry, you can accurately track all time and expense costs,
make proactive decisions, and bill for maximum cash
flow and profit.

Anytime, anywhere, project data entry
with Intellisol" XpedeAdd the powerful Intellisol" Xpede module and it
only gets better. Whether on the road or in the office,
employees can enter time and expenses through the
Internet, corporate intranets, or palm -size PCs powered
by Windows' " CE /Pocket PC" And it all flows directly into
Intellisol" Project Accounting— making it information you
can use immediately.

That's the whole idea behind Intellisol Project Accounting— real -time information at your fingertips so
you can juggle it all like a pro.To find out how you can control project costs for maximum profitability

or to register for a free online presentation, call 1- 800 - 923 -3660 or visit vvwwJnteI1iso1.com.
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Accounting

Ever feel like you're being
pulled in two directions at once?
When it comes to budgeting, there is often a big difference between
the system requirements you need A f
and the features your users require.

SYSTEM
REQUIREMENTS

USER
NEEDS

Enterprisewide—file/server
andclient/server

Internet/Intranetenabled
Flexibility to meet unique
budgetingrequirements

Multi-dimensionalconsolidations
IntegrationwithGeneral Ledger
includingdatatransformations

Sophisticatedmodelingto
reflect'real -life' environment

Comprehensivesecurity
andbudgetcontrols

Livespreadsheet
(Excel®)interface

Automatic distribution
toremoteusers

Intuitive and visual
budgetrelationships

Industry-leading

Ad-hocfinancialreporting
— quickand'onthefly'

technology

Microsoft
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SRC Software's Advisor Series"' brings both sides together to give you the best of both worlds.

R

SOFTW ARE
BUDGETING - REPORTING - CONSOLIDATIONS

For over 15years, SRCSoftwarehasbeenmakingBudget
Administrators and end -users equally happy by providing
the flexibility, sophistication and ease -of -use that users need,
together with thesystem controls, databaseconsolidations,
and enterprise -widereach that corporate demands.
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Find out how theAdvisor Series can provideyou
with the best of both worlds — call SRC Software
today at 1- 800 - 544 -3477 or visit our web page
at www.sresoftware.com to receive a
free Advisor Series demonstration package.
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fax (201) 573 -8185; or by e-mail at ahaves@imanet.orit.
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Summing Up I

FIN ANC E E DITOR

by C.S. "Bud" Kulesza, CMA, CFM

Alan Levinsohn
COP Y E DITOR

As the end of my term as president of IMA draws near, it is ap-

David Elman

propriate to pause and reflect. We began the year together in Seat-

A R T D I R E C TO R

Mary Zisk

tle at one of the best conferences that IMA ever had, and I believe

PR OD U CTIO N

Manager: Lisa Nasuta
Patricia L. Keeley

the same will be said of our Philadelphia conference that will end
the year.

CIR C U LATIO N

Alice Schulman

The year in many ways has been
one of new beginnings as we began
to reshape the way in
which IMA operates. Ongoing training for both
volunteers and staff is
helping us to define the
roles and responsibilities
of each and to strike the
right balance between
both as we optimize service to the members and
the profession. We have

6

suggestions as to how to make IMA
better, adding value to membership
and to the profession as a
whole. We have introduced
a redesigned website that is
more interactive and published Management Accounting Quarterly, a journal designed to bridge the
gap between practice and
theory. We have instituted
a Corporate Alliance Part -

C.S. "BUD" KULESZA

nership program (CAPS),

taken strategic planning to the next

providing more benefits to IMA

le v el a s we c on t i nu e t o b u i ld on a

membership without additional cost.

solid base of planning, benefiting
from the continuity that the OCEO
structure brings. We have begun a
process of environmental scanning,
heightening our awareness to
changes around us as well as anticipating changes of the future so that
we may be more active rather than
reactive in managing change. We
have challenged ourselves to "think
beyond our experience and to plan
beyond our tenure" as futurist Ed
Barlow would say.
Through our "two cents" program
of member input we have received

We have begun a process of member-
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ship review to understand exactly
what attracts individuals to become
IMA members and, more important-

Authodration to photocopy Strategic Finance. items

ly, what it takes to induce them to

personal use of specific clients, Is granted by the

stay. Changes will be made to im-

IMA to libraries and other users registered with

prove the process.
I have often asked you during the

for Internal or personal use, or the internal or

the CopYrlDlt Clearance Center (CCC) Ilansactionel
Reporting Service, provided that the base fee of
$3.00 per copy,plus 304 per page, is paid directly to
CCC, 222 Rosewood Drive, Danvers, MA 01923.

past year for your support in making

(www.cowdnht.comlISSN 1524-833X, $3.00 + 304.

IMA better than we found it.

Quantity reprints of any article in Strategic Finance

Much has been accomplished, but
much remains to be done. Your support and "two cents" have made that
possible. Together we have made a
difference! Thanks! ■

or back Issues (subject to availability) June be
obtained from IMA, Circulation Department,
B P A

T

10�Paragon�Drive,�Montvale,�NJ�07645•
1760. (800) 638 -4427, ext. 280 or
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Capture a customer's name and address and you have,
by all counts, her name and address. Ask her income.
You'll learn how much she makes. We're more interested
in her minor obsession with online investing. And her
penchant for voice over IR Because the more you know
about your customer, the longer you'll keep her. It's a fact.
We're iSKY. We provide the most intelligent outsourced

customer❑care❑—❑for❑the❑best❑online❑and❑offline❑financial
service brands in the world. Our reputation is built on
protecting❑yours❑—❑not❑to❑mention❑sixteen❑years❑of
cross - selling, datamining, and CRM success.
Our secret is really no secret at all: we treat every
customer as if they're your only customer. After all, without
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Real C u s t o m e r
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To find out how outsourcing to iSKY keeps your customers coming back, visit isky.com or call 1 800 -351 -5055, ext. 6246.
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Careers

By Max Messmer, Editor

Being a Career Diplomat
Although most businesses can minimize conflict among coworkers with insightful
management, communication does break down occasionally. Regardless of the
level of cooperation and camaraderie among employees, misunderstandings occur.
Knowing how to react with diplomacy and tact under these situations can make
you more effective in your job.
Suppose, for example, a colleague is missing deadlines
on a project for which you are jointly responsible. Since
you rely on him or her, your own productivity may suffer
if you fail to address the issue. But how you handle the
chain of events can impact your future working relationship with this employee.
While the temptation may be to take
your complaint to his or her manager, try instead going directly to
the source. Ask for a one -onone meeting with your coworker, and be prepared to discuss
r.
specific instances in which his
or her action (or lack thereof)
created challenges for you. Keep
the meeting positive and the dialogue constructive by focusing
on actual events —what happened and the consequences.
Stick to the facts, and avoid comments that may call into question
your coworker's intelligence, competence, motivation, or sense of commitment. And be
open to hearing your colleague's side of the story.
This approach won't work in every circumstance, but
by taking a less confrontational, more thoughtful approach to resolving conflicts, you stand a better chance of
maintaining your calm and circumventing problems

s
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down the road. Consider the following suggestions for
becoming the "career diplomat" in your office.

See Bo th Si d e s
Get to know the people with whom you work, and understand what motivates them. Be
cognizant of the pressures
they may be under, and
set aside your own
agenda to see things
from their perspective. Before Y ou ask
for help on a project, determine
whether your request will be
overburdening
'
- an
already busy
4

a.

worker. If you
take appropriate
steps to help ease his
or her workload, you'll be
rewarded with a more willing aide.

Know Of f ice Pr o t o c o l
Be sensitive to your department's traditional methods of
doing things, especially when the workplace is unusually
pressured. A company's unwritten rules usually evolve
out of precedent and are somewhat unique to the organi-
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With the help of our specialized Staffing Managers, we can get you more
money and the best jobs in the best companies. We'll keep you working

assignment after assignment, or if you're interested, we can introduce
you to a full -time career opportunity.
Because we work for you.
Accountemps is the leader in specialized financial staffing with over
270 offices worldwide. For your convenience, you can reach us by

phone or simply visit our powerful website. We'll get to work
immediately on your behalf.

Visit accountemps.com or call 800.803.8367

ww .

accounremob,
Specialized Financial Staffing'
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The Rules of the Road: Office Etiquette Tips
Are you a career diplomat? With a little effort, you can build and
maintain better relationships with coworkers and managers.
Here's a simple "To -Do" list:
• If you borrow something, return it as soon as you're finished.
• Be punctual for meetings —it demonstrates respect for others'
time. If you arrive late, apologize and avoid giving excuses.
• Try to return every call or respond to e -mail within 24 hours.
• Avoid taking phone calls when you're meeting with a coworker.
Similarly, if you're in someone's office and he or she receives a
personal call, offer to excuse yourself before you're asked to
leave.
• Always respect other people's privacy. If a fax isn't addressed to
you, don't read it.
• Never make changes to anyone's computer unless you've been
specifically instructed to do so —even if you're just trying to
help.
• Promise only what you can deliver, keep all promises, and honor
deadlines.
• If someone comes to you for help or information, give him or
her your undivided attention.

zation. For example, new initiatives
have a way of stirring up `ownership" issues — disputes over which
individual or department has the final say in a decision. Although, technically, the only person you may
need to seek feedback from on a
project you've been assigned is your
immediate supervisor, protocol may
dictate that you also seek the blessing of a coworker recognized as the
"resident expert" in that area.
If you invade someone else's territory with a new idea, your action
can create resentment and compromise future working relationships.
Therefore, if you're a keen observer
of office protocol, you'll approach
the internal expert early on to solicit
his or her input and support. Also,
remember that for an initiative to
succeed, it must be perceived favorably by employees whose day -to -day
10
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activities and responsibilities will be
impacted. Be sure that you also get
their buy -in as you go.

Share Credit
Generously
Whenever you report the results of
a project in which you were one of

Separate yourself
from the crowd...
Become a AMA(Certified
Management Accountant) or CFM
(Certified in Financial Management)
Let Lambers show you how you can
achieve these goals right in your own home!

Lambers

CMA/CFM REVIEW

For information or sample video
CALL 1- 800 - 272 -0707
www lamberscpa. com
Circle No. 22

several people involved, always use
"we" instead of "I" in both your
written and oral presentations. And
if you're the team leader, mention
the specific contributions made by
various members of the team. Be
certain not to overlook the contributions of anyone when it's time for
public acknowledgment of a successful initiative.

Use Humor
Appropriately
A little humor on the job can ease
stress, help maintain perspective,
and motivate others to do their best
work. An employee with a good
sense of humor is perceived as easy
to work with and a welcome addition to a project team. Try taking
your work seriously but not yourself.
And never try to get a laugh at
someone else's expense.
Regardless of your level in the organization, never assume that anyone from whom you seek information or a favor is less busy or less
pressured than you. In today's
workplace, most people have a full
plate of critical projects for which
they are responsible —from the
company president to the mailroom
assistant. Practicing career diplomacy means treating everyone with respect and dignity, always being fair,
approaching each problem thoughtfully, and becoming a first -class listener. Your professionalism will
contribute to an atmosphere in
which coworkers feel free to communicate openly and are highly
motivated to succeed. ■
Max Messmer is chairman and CEO
of Robert Half International Inc.,
parent company of Robert Half,
Accountemps, and RHI Management
Resources.
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Best Practices

By Bob Gunn, Editor

Working as One
WE LIVE IN A NETWORKED AGE, WHERE OUTCOMES

depend upon processes and customers demand value and
quality. Increasingly, companies are seeing teams as the
organizing construct that best responds to these demands. This means that almost all of us are members of
teams or perhaps even work for companies that use
teamwork as their principal organizational model.
But the promise of teamwork to deliver high productivity, graceful execution, and a supportive and satisfying
work life is the exception, not the rule. Too often people
criticize teams for taking time away from their real jobs,
for obscuring their individual accomplishments, or for
being nothing more than management's obsession with
the latest fad. When
was the last time your
heart leapt when
someone tapped you
to be on his or her
team?
Might this be less
the fault of the team concept and more a shortcoming of
our understanding of how successful teams work?
There are certainly enough books on team dynamics. A
couple of management gurus have touched on the importance of commitment, accountability, and competencies
(The Wisdom ofTeams, Katzenbach and Smith). Others
have sketched the steps for forming a team, the process of
learning to work together, and the importance of structuring the work (The Team Handbook, Peter Scholtes).
Still others have pointed to the critical role of the leader
(Leading Teams, John Zenger et al.).
These authors, and a few others, have done a wonderful
job of teaching team basics. But there's something missing, something deeper that touches on the heart of the
matter and provides a common denominator for anyone
12
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who wants to learn the basic truth about the power of
teams: Team success is based on timeless principles that
ultimately rest on the spiritual truth of the oneness of life.
Whenever people connect with something larger than
themselves, they subordinate their self - interest to greater
good. This is fundamentally a spiritual act because it recognizes the strength of oneness as opposed to the power
of one person.
Surely you have felt this, perhaps even at work. It is often expressed as "being in it together" or "helping each
other out." It can be most obvious when times are toughest
and the organization has nowhere to go but up. Whether
the circumstances are those of a turnaround or pursuit of
TM ' *U—t leadership, the sense of
accomplishment can be
joyous, and the friendships that develop can
last a lifetime.
Unfortunately, most
people experience teamwork as pure drudgery. They know that they could accomplish so much more if they were only free to work by
themselves. The meetings are too numerous to count and
seem to go on forever. The same people insist on making
the same point over and over. The leader spouts team
mantras and then makes decisions unilaterally. When an
outsider asks how things are going, team members say,
"Fine, thank you" through clenched teeth.
One important reason why teams are unable to transcend the limits of the individual imaginations of their
members is that the members spend most of their time
immersed in self - centered thinking. Their heads are filled
with such brooding thoughts as: "What if the team does
well and my contribution isn't rewarded ?" "How come
I'm always getting stuck with the hardest jobs ?" or "Why
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doesn't the leader appreciate me ?"
Such self - centered thinking isolates
us from our teammates and causes a
great deal of personal anguish.
It isn't that such thoughts are bad
in themselves but rather that our
desperate need to keep the focus on
"me" distances us from others and
diminishes our own contributions.
Everyone's performance rises
whenever they remember, or recognize, that it is their thinking that creates their reality. In other words,
whatever they are experiencing moment to moment is coming from
their thoughts, experienced as feelings and expressed as actions.
So, when people become aware of
just how ephemeral thought can be,
their egocentric thinking loses its
hold on their behavior. They realize
that they can change their thoughts
and, by so doing, change their behavior. In an instant their minds
clear, and they experience an inner
calm. What seemed so vital, a matter
of life and death, suddenly becomes
insignificant. Worries about the future or concerns about the past
evaporate, freeing the mind to trust
in the moment.
To quote Phil Jackson (former
coach of the Chicago Bulls and now
coach of the Los Angeles Lakers),
"Good teams become great when the
members trust enough to surrender
the `me' for the `we. '
It takes a quiet mind to achieve
peak performance, as any great athlete knows. The key is seeing things
clearly and then acting on those insights. This is our natural state and
is accessible whenever we let go of
the mind's chatter and do not consciously "think."
When the members of a team begin functioning with this higher
state of awareness, they achieve new
levels of accomplishment and do so
14
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easily and gracefully. Because they
are able to see things from the right
perspective, they overcome obstacles
quickly or anticipate them before
they arise. Since participants stay on
task without disruptive thoughts,
meetings become effective ways to
get things done. Even the most difficult problems don't frighten the
team because they know from experience that a calm mental state will
enable them to discover the solutions. And everyone begins to lead
by contributing their unique skill
when it is required.
When the team understands the
power of being mindful, of being
fully focused on the moment, the
group's wisdom can transcend the
individual intelligence of its members. It can be awe- inspiring to see
the group "take off" before our very
eyes and go about its work with
grace, beauty, and humility.
But the power of "working as one"
is truly magnified when team members open their hearts to one another. Love is the force that releases the
spirit's wisdom and rekindles its energy. It makes the "we -ness" of being
involved with others the point. And
its warmth, understanding, and
kindness bring out the best in each
person.
For too long we've followed a
model that says that work is difficult, that leaders need to be hardhearted, and that peers should keep
their distance from one another.
People are tired of playing this
game, and the results prove it. So
why not state the obvious —that
there is no separation between any
of us. Acknowledging this interconnectedness of life takes courage only the first time you state it. Everyone already knows it anyway. And it
is instantly recognizable as the
source of all power and freedom.

Freedom, not as we customarily
define it as the pursuit of individual
happiness but rather the liberty to
use your own creative powers to
shape a role that works in concert
with others.
Power,not to control the behavior
of others but rather to allow people
to express their talents in ways that
complement one another and further
the team's purpose. In other words,
by working as one, we lose our own
ego in the dance —and thereby
achieve something transcendent,
even if it endures only until the job is
completed or the championship won.
Why is it that team members
think they must storm before they
form? Why can't we just relax and let
our feelings of love for our fellow
man, a sense of innocence, and a
willingness to suspend judgment
erase fear and misery?
In fact, does "working as one" require us to emphasize teams? Is it
possible that teams are simply a particularly constructive way for us to
express our oneness —like perfect
waves, continually forming, expending their energy to shape the shoreline and then flowing back to the
ocean to reform again?
Certainly teamwork can be messy
and unpredictable, even frustrating
at times. Teams are, after all, just an
aspect of life. But where the ocean
meets the shore is where the open
heart and the clear mind come together, allowing us to know that each
moment will take care of itself because our talents are as one. ■
Bob Gunn leads Gunn Partners, a 50person consulting firm that helps Fortune 500 companies improve the relevance, value, and productivity of staff
functions. You can call Bob at (617)
747 -5010 or e-mail him at
bgunn @gunnpartners. com.
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THE E- BUSINESS
TRANSFORMATION:
FINANCE IN A GLOBAL ECONOMY
he internet. It's the largest, most powerful

ledger. Shared service c enters enable the enterprise to

and most accessible communications net-
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work on the planet. A tool s o important in

economies of s cale. Complexity is reduced by integrating
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costs

by

exploiting

today's ul t ras ophis t ic ated busi nes s envi r on-

ment that corporate leaders are harnessing

information and processes to eliminate redundancies.
Shared services also make it easier to enforce consistent

its global reach and power to alter the technology,

business practices on a worldwide basis, ensuring that all

processes�—�even�the�very�structure�and�culture�—�of�their

facets of the global organization conform to practices that

organizations. In other words, they're making the e- business

are consistent with corporate objectives.

transformation. And, as the entire c ompany trans f orms
itself into an e- business, especially as it strives to capitalize

EMBRACE THE EURO:

on global opportunity, the finance organization plays a criti-

W hile the internet eliminates operational barriers, the emer-

cal role.

gence of the euro tears down trade barriers. The euro zone
represents the largest single currency region in the world.

CAPITALIZE ON GLOBAL OPPORTUNITY:

W ith a gross domestic product of $8 trillion and over 300

W ith the increased market reach created by the internet and

million people, it ac counts f or nearly 20% of total world

the elimination of trading borders represented by the euro,

trade. Financ e leaders can't ignore this opportunity and

now more than ever, it is possible to conduct business any-

need to develop strategies to c apitalize on the euro. The

where. To capitalize on global opportunities, businesses

euro simplifies business processes and increases market

must leverage the internet to consolidate IT and business

opportunities�—�helping�drive�profitability.�Like�the�Internet,

operations, create shared service centers, and implement

the euro eliminates complexity, permits instant visibility to

innovative business practices on a worldwide basis. They

operational data, and allows access to more customers and

must also understand and be flexible enough to support a

suppliers. W ith the Internet and the euro, you can have con-

myriad of regulations and statutory requirements presented

tinent -wide supply c hain power, continent -wide financial

in global commerce. To effectively meet these global chal-

reporting and analysis, continent -wide distribution, and

lenges, many c ompanies turned to O rac le Financials to

access to continent -wide markets.

knock down borders that, until now, have limited the scope
of their business.

WANT TO TRANSFORM INTO
AN E- BUSINESS?

REDUCE COSTS WITH SHARED
SERVICE CENTERS

As a leader in e- business transformation, Oracle offers the

In the process of becoming e- business, a company will con-

tions which enable you to leverage new internet business

solidate global operations on a single data center and oper-

practices to capitalize on the global economy. Oracle Finan-

ate shared service centers in key functional areas such as

cials, part of Oracle's E- Business Suite, is a key component

procurement, disbursement, order management, accounts
receivable, project management, treasury, and general

ensuring e- business trans formation success. To learn

only comprehens ive, integrated set of busines s applic a-

more, visit us at: http: / /www.oracle.com /go / ?IMA1.

Taxes

Anthony R Curatola, Editor

Taxation of Group Term Life Insurance Part 1
SE CT ION 79 OF T HE INTE RNAL REVE NUE
Code provides that income shall be imputed to employees for group term life insurance (GTLI) premiums on
policies carried by the employer. Each employee may exclude the premium payments made on the behalf of a
GTLI policy with a face value of up to $50,000.For those
employees with coverage in excess of $50,000,income is
imputed on each successive $1,000 of coverage on a per
month basis according to Table I, §1.79 -3 (d) (2).
During 1999,the Treasury Department reevaluated the
premium rates in Table I and adjusted the rates for all age
brackets. As Table 1 shows, the change in premiums is not
equal in dollar or percentage amount. Treasury also split
the under-30 age bracket into two brackets: under 25 and
25 -29.

The introduction and implementation of the revised
Uniform Premium Table produces several benefits for
taxpayers. First, there is the addition of the under-25 age
bracket, which recognizes that younger people pay less for
life insurance and allows a lower uniform premium. The
TABLE IL
Cost per $1,000 of

65 -69
70 and above
16

-

Under 25
25 -29
Under 30
30 -34
35 -39
40 -44
45 -49
50 -54
55 -59
60 -64

-

GTLI per month
Five -year age bracket (pre -July 1, 1999)

Cost per $1,000 of
GTLI per month
(post -June 30, 1999)
$0.05
0.06

$0.08
0.09
0.11
0.17
0.29
0.48
0.75
1.17
2.10
3.76
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0.08
0.09
0.10
0.15
0.23
0.43
0.66
1.27
2.06

uniform premiums for the remaining age brackets have
all been lowered, reducing the amount of imputed income, and subsequently the amount of taxable income,
for each employee who is covered under an employer provided group term life insurance plan. The revised
Uniform Premium Table provides the greatest tax saving
benefits to the population of individuals starting with the
40- to 44-year -old bracket. Overall, for employer -paid
guaranteed life insurance programs the new Table will
cause less imputed income to be taxable, and, therefore,
fewer individuals will be subject to additional taxable income as a result of employer -paid premiums.
To illustrate the potential savings for taxpayers under
the new Uniform Premium Table, consider a 56-year -old
employee who is covered by a group term life insurance
policy with a face value of $200,000.Since this policy is
carried directly by the employer (we'll explain direct and
indirect policies next month), it is subject to IRC §79.
Under this section the first $50,000 of coverage is exempt
from imputed income. The additional $150,000 of coverage is subject to imputed income
per the Uniform Premium Table.
/
The
individual includes in gross
Dollar Change
income the amount of the imputPercentage Change
ed income less any GTLI premi0.03/38%
ums that he or she actually pays.
0.02/25°%
In this illustration, the employee
0.01 /11%
pays $10 per month for the GTLI
0.02/18%
coverage and the employer pays
0.07/41°%
the remaining premium. This em0.14/48°%
ployee would include $1,230
0.25/52%
($1,350
- $120)in gross income
0.32/43%
0.41/44%
under the old Table premiums
0.83/40°%
and $654 ($774 - $120)in gross
1.70/45%
income under the revised Table
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premiums. In other words, the employee's gross income would be reduced by $576 as a result of the new
uniform premiums. The amounts
are computed as follows:
previous Table amount =
[[($200,000 - $50,000) /
$1,0001 * $0.75 * 121 or $1,350
revised Table amount =

[[($200,000 - $50,000) l
$1,000] * $0.43 * 12] or $774
A few points should be highlighted. First, the employee's cost for
group term life insurance is not prorated between the excludible (that is,
the first $50,000 of coverage) and
nonexcludible coverage. Second, a
reduction in gross income may further reduce income tax liability by
increasing itemized deductions. Remember that these deductions are
phased out for high- income taxpayers and may be lowered as a percentage of adjusted gross income. Thus

the reduction of the imputed premium for GTLI is more sweeping than
you may initially think.

income for 1999. On the one hand,
companies may have saved the cost
of converting for only half a year.
On the other hand, employees have

Effective Dates of the New
Uniform Premium Table

incurred higher income taxes as a

The final issue to consider is the ef-

use of the revised premiums.

result of a company's delaying the

fective dates for the implementa-

The change in the Uniform Pre-

tion of the revised uniform premi-

mium Rates has created other issues

ums. Reg. §1.79 -3 provides that the

that require further discussion. We'll

effective date for the revised premi-

discuss these in part 2 of this article.

ums for GTLI is July 1, 1999. This

Stay tuned. ■

midyear effective date would have
required employers to impute in-

Anthony P. Curatola is Joseph P. Ford

come under the old Table from Jan-

Professor of Accounting at Drexel Uni-

uary 1, 1999, to June 30, 1999, and

versity, Philadelphia, Pa. He can be

then to impute income under the

reached at curatola@worldnet.an.net.

new Table from July 1, 1999, to December 31, 1999. However, in order

David E. Graff is a senior at Drexel

to minimize the administrative

University, Philadelphia, Pa. He can

burden to companies who have

be reached at deg23 @drexel.edu.

hard -coded accounting systems, the
regulations allowed employers to

Luis D. Pinero is a senior at Drexel

retain the use of the original 10 age

University, Philadelphia, Pa. He can

brackets in calculating the imputed

be reached at 1dp22 @drexel.edu.
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What's the difference between financial
forecasting and a tug of war?

Ho r iz o n An alytic f in an cial so f twa re.
Now you can make sure everyone in your company is looking at the same numbers. Horizon
Analytic financial software provides one source of data for your company's financial reporting
and forecasting, eliminating the kind of inconsistencies that arise when information is pulled
from multiple sources. We call this "One Version of the Truth" Horizon also allows you to model
your business with "what if?" scenarios with just a few keystrokes. The result? Vastly increased
productivity and smarter, faster decisions. So say goodbye to all those spreadsheets and give
your organization the tools it needs to lead your company into a successful new millennium.
Visit www.walker.com or call 1- 800- PICK-WALKER today to find out more.
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[NEWS]

Is Your Finance Organization
World - Class? I Kathy W illiams, Editor

INPUT

THE CPE QUESTION

managers.
Redefine the role of finance by
4. Assessing the finance organization's current role
in meeting mission objectives.
5. Maximizing the efficiency of day -to -day
accounting activities.
6. Organizing finance to add value.
Provide meaningful information to decision
makers by
7. Developing systems that support the partnership between finance and operations.
8. Reengineering processes in conjunction with new technology.
9. Translating financial data into meaningful information.
Build a team that delivers results by
10. Developing a finance team with the right mix of skills and competencies.
11. Building a finance organization that attracts and retains talent.
Who does the GAO consider leading finance organizations? Boeing, Chase Manhattan
Bank, GE, Hewlett- Packard, Owens Corning, and Pfizer in the private sector and the state
governments of Massachusetts, Texas, and Virginia.
If you want to find out more details about the goals and practices and to see some great
examples of case studies, contact the GAO and ask for Executive Guide No. GAO /AIMD00 -134, Creating Value Through World -Class Financial Management. Call (202) 512 -6000
or visit the website at www.gao.gov. ■

c o n t i n u e d on ne xt page
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Make financial management an entitywide priority b, '
1. Building a foundation of control and accountabilit)
2. Providing clear, strong executive leadership.
3. Using training to change the culture and engage lin

w

business analysis, innovative solutions to business problems, reduced operating costs,
increased capability to perform ad -hoc analysis, and improved business performance
overall. And it depends on its vision, which most world -class organizations define as "To
be a value- creating, customer - focused partner in business results."
How do finance organizations become world - class?
new report by the General Accounting Office (GAO),
functions have four goals and 11 practices in commor

The bylaws of the IMA
call for all new members after January 1,
1996, to meet a 10 -hour
continuing education
requirement as a condition of membership.
Effective January 1,
2001, this requirement
increases to 20 hours
unless alternative
action is taken. A continuing education
requirement may also
be required for those in
national service to the
1MA. The National
Board will consider this
item when it meets in
Philadelphia at the
Annual Conference.
Two former presidents
commented on this
issue, and President
"Bud" Kulesza received
many other comments
on the question of a
required CPE commitment for IMA members
who don't have the
CPA, CMA, or CFM.
Following is a random
selection of the e -mail
messages received on
this issue.

m
m

IT DEPENDS ON THE BUSINESS OUTCOMES IT PRODUCES, SUCH AS IMPROVED
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READERS

RESPO ND:

SHOULD

NO N C E R T I F I E D

MEMBERS

BE

REQUIRED

TO

[ETHICS]

Herearemy2C: IliketheCPErequirement at 10 hours per year for full, regu-

How Contemporary Is Your Ethics
Code? Curtis C. Verschoor, CMA, Editor

larmembers(thosenotCMAs,CFMs,
CPAs, or possessingother certifications

A RECENT ARTICLE IN THE BUSINESS SECTION OF THE ECONOMIST MAGAZINE SAYS,

with their own, higher, requirements).

"Business Ethics is suddenly all the rage." Yet how to apply ethical principles to specific
business situations or even decide what principles are appropriate remains as elusive as
ever. Old- fashioned ethics codes may not cover what is relevant to today's business
environment. For example, protesters in Seattle and Washington, D.C., demonstrated
against corporate immorality by demanding that companies pay a "living wage" in
third -world countries. However, this might result in garment factory workers there
earning more than local professionals. Thus teachers may leave their schools and doctors their hospitals to better provide for their families. These unintended consequences
may cause irreparable harm to the third -world countries whose lower pay scales could
be the only factor attracting foreign investment and new jobs. Does this definition of a
"living wage" make them unethical?
In this country, a university president was embarOl d-fa sh i on ed
rassed to admit that wages on his campus did not always
eth ics codes
meet that standard, particularly for doctoral candidates
m a y n o t c ov e r
who had to teach and do research for their mentors.
wh a t i s r e l e va n t
Hospital interns and residents would be hard - pressed to
t o t od a y' s
deny their salary and working conditions qualified for
bu s i n e s s
any description other than "sweatshop." Are these definitions of a "living wage" ethical?
Other current ethics issues involve technology and
rapid information transfer. Examples are the personal use of corporate e-mail, Internet
spamming, employer control of Internet site access and privacy concerns of personal email usage, and employer possession of employee medical histories. Issues such as these
did not exist a few years ago.
The solution? Having a values- oriented code of conduct. Today's era of managing
through teamwork rather than top -down traditional controls requires a culture of trust
and understanding---a greater emphasis on the right corporate values.
Too many codes are written by attorneys concerned with compliance, rules, hierarchy, and sanctions. Such codes are unlikely to motivate loyal employee behavior or
result in long -term retention of favorable relationships with stakeholders. A code
emphasizing proper values deals with setting examples, interpreting ethical principles,
and structuring appropriate reward systems. An ethical culture starts with clear,
unequivocal goal setting at the top and spreads through teamwork, openness, and trust.
When was the last time your organization reviewed its ethics code and underlying
values statement and modernized them to reflect the changes in today's world? ■

do not think it is necessary or appropriate for student, associate, or retired
members. I recognizethat it maynot
increasechapter meetingattendance(I
know it hasn't for us), but it does set
us apart as a truly professional
association.
Betsy Villaume, CMA
Weneedtofocusonthisrequirement
to see if it is in the best interest of the
IMAandthemembership.Iwasthe
National Presidentof IMAin1988-89.
At that time, wehadapproximately
92,000members.Wecurrentlyhave
between65,000and70,000members.
Somethingis wrongwith this direction.
WhileI admit that I don't knoweverythingthat isaffectingmembership
adversely, I personallybelievethat
membershipcriteriaandcontinuing
education areaffecting thesizeof the
organization.
WhenIjoinedIMA, Ihadnotgraduatedfrom college. At that timetheonly
requirement for membershipwasto
haveaninterest in accounting. With
today'srequirements, I wouldnot have
been allowed to join. I believestrongly
inprofessional development, but I am
not in favor of it as a requirement for
membershipinIMA.Professionalism isa
personalmatter,andwedon't become
professionalssimplybecausewecomplete10or 10hoursof CPE. I personallyhavetaughtsomecourseswhere
individualswerethereto meet the
, o n r i n u e d on page 26
22
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Curt Uerschoor, CMA, CPA, CIA, CFE, Ed-D., is the Ledger 6- Quill Research Professor,
School ofAccountancy, DePaul University, Chicago. His e-mail address is cverscho @condor.
d0aul.edu.
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Disclosures About
Derivatives Stephen Barlas, Editor
CORPORATE FINANCIAL TYPES ARE
a little worried about a bill (H.R.

a couple of things happen.
First, Miller says the SEC will

2924) that would require companies

have to clearly define what

to disclose a summary of direct

"significantly leveraged institu-

material exposures to significantly

tions" and "direct material expo

leveraged financial institutions. Rep.

sures" are. What is also obvious

Richard Baker (R. -La.), chairman of

that the publicly traded compan

the House Banking Subcommittee

who invest in hedge funds —anc

on Capital Markets, Securities and

there are a lot of them —would 1

Government Sponsored Enterprises,

to get the information they need

is the sponsor of the bill. William

from the hedge funds themselves.

meantime, Annette Nazareth, direc-

Miller, a spokesman for the Associa-

Currently, hedge funds are essential-

tion for Financial Professionals

ly unregulated and do not have to

tor of the Division of Market Regulation at the SEC, says her agency

(AFP), says companies probably

disclose anything. Baker's bill would

will be putting out proposed guid-

won't mind making disclosures

force them to make disclosures.

ance "in the near future" on what

about their investments in hedge

Congress has not passed the bill, and

public companies should disclose

funds —which are Baker's targets —if

it is unclear if it will. However, in the

about
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Who Moved My Cheese?
PHENOMENAL ECONOMIC EVENTS AND CHANGES
have occurred in the last few months, not to mention

important, it helps you to realize that change is imminent and a part of life, and you must embrace and in

the last decade. Recently America Online

fact relish and savor the opportunity to

and Time Warner an nounced a merger.

successfully navigate through a maze of

The Wall Street Journal called th e move an

ch a n ge .

example of rapid ch ange and n oted that

A simple parable, the book reveals

AOL is a company that is not old enough

profound truths about change. It's an

to purchase beer but had the financial

amusing and enlightening story of four

W

?

SpencerJohnson,N1.D.

characters who live in a "Maze" and

largest media and entertainment

look for "Cheese' to nourish them and

enterprises.

make th em hap py. Th e chee se, of

Rapid change and adaptation to it is the
theme of Who Moved My Cheese? b y
Spencer Johnson, M.D. He is the coauthor
of the bestseller The One Minute Manager.
W h o Moved My Cheese? is a friendly, humorous,
and succinct guide to adapting to change. More

w

Z

N

cours e, i s a metap hor that can appl y to
our professional lives and can represent
our careers or our companies' position in
the marketplace. For finance professionals the cheese

z

strength to acquire one of the nation's

Z

0

might symbolize our traditional focus of counting
be an s a nd p r ovid in g n um-
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bets. and the movement of the
cheese parallels the pronounced
changes in our profession or
careers where our value today is
based on strategic contributions to
organizations.
Author Johnson deploys two
sets of characters. two mice
named Sniff and Scurry and two
humans who are "little people"
named Hem and Haw. A maze
represents our environment, illustrating the challenge of surviving
through ongoing changes. Faced
with unexpected change —no
cheese —Sniff and Scurry effectively anticipate and respond by
looking for it elsewhere. In
denial, Hem and Haw continue
to look for the cheese in the same
place. Haw finally acknowledges
change and finds the new location also. He becomes a prophet
and writes what he has learned
from his experiences in pithy
aphorisms, which form the book's
central message: Adapt to
change or die.
The book is available in hard
cover, paperback, and unabridged audio book formats. The physical book provides a basis for easy
future reference, but the audio
book, which is only one hour in
duration, offers an opportunity for
hosting group discussion sessions.
Companies are using this audio
book for retreats, and this may
offer an opportunity for consulting
with clients to help them navigate
through their respective changing
environments.
Once you read this book, your
perspective on change will change,
and that is where growth begins. ■
Hubert Glover, CMA, CPA
President and CEO
Easi Document Integration

"material" investments in hedge
funds. Given that hedge funds themselves disclose little information, it
may be hard for the SEC to go very
far in its guidance.
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Disclosure from Financial
Companies
In the wake of the approval of financial conglomerations by the Gramm Leach- Bliley financial modernization
bill of 1999, bank regulatory agencies are worried that current financial disclosure requirements may not
be adequate for the new behemoths.
This is where a new working group
created by the Federal Reserve comes
in. The group, composed of private
industry executives and headed by
Walter Shipley, recently retired as
chairman of Chase Manhattan Bank,
will make recommendations to the
Fed, the Comptroller of the Currency, and the SEC on what if any
"enhanced" public disclosure by
financial institutions is needed. One
issue the group is sure to address is
how much shareholders should
know about a company's risk
exposure.

Updating Securities Laws
Talk in Washington about how to
handle changes in the shape of specific industries such as banking and
insurance includes ruminations
about the changing nature of stock
exchanges such as NYSE and NASDAQ and the kind of disclosure
companies should be required to
make. The 1933 and 1934 Securities
Acts laid out the basic rules on disclosure; those two laws have been
modified over time, of course, as was
the case, for instance, with the Private Securities Litigation Reform
Acts, which dealt with forward -looking statements and the like. But is

more updating needed? Sen. Phil
Gramm (R.- Texas), chairman of the
Senate Banking Committee, seems to
think so. He says, "I am convinced
that we are long overdue for a thorough review of every securities law
and every securities regulation that
we have in place. We need to look at
those laws and regulations to determine whether or not they are adding
value by strengthening the markets,
making them more attractive, and
making them servants of our economy in terms of creating wealth and
prosperity."

No More Mr. Nice Guy?
It wasn't too many years ago that
both Republicans and Democrats on
Capitol Hill were concerned that the
IRS was being unreasonably tough
with taxpayers. That feeling resulted
in the Internal Revenue Reform and
Restructuring Act of 1998. There is
still some residual feeling of that
sort. A second but much softer Taxpayer Bill of Rights passed the House
by a vote of 424 -0 on April 11.
But even as the latest mini -IRS
reform bill moves forward, there
seems to be an opposite feeling that
maybe Congress has hamstrung the
IRS a little too much. "Some people
are now concerned that the agency
has become so user - friendly that it
isn't collecting enough of the tax
money it is owed," says Rep. Steve
Horn (R.- Calif.), chairman of the
House Subcommittee on Government Management, Information,
and Technology. If enough other
members of Congress share Horn's
feelings, the IRS may get the $769
million budget increase it wants —
bringing the total budget to $8.8 billion. The extra money is needed in
part, says IRS Commissioner Charles
Rossotti, to hire 2,000 enforcement
people. ■

If You Run Your Business By Projects,
There's Someone You Should Meet.

0

IMA
CORPORATEALLIANCEPARTNER

Allow us to introduce ourselves. We're Deltek. For nearly two decades, we've been busy developing innovative software
and solutions for professional service businesses. So busy that we haven't spent much time making our name known.
Except, of course, for the thousands of companies we serve worldwide.
Accounting& Finance
We could do great things for your business. Our solutions help you win
Customer Relationship Management
more business, strengthen customer relationships, improve your cash flow and
Project Management
boost project profitability. Call us at 800 - 456 -2009 or visit our Web site at
Human Resourc
www.deltek.com. We'll make you glad you ran into us.
e- Business
Solutions for project- business success
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requirement and simply went
through the motions. We are a volunteer organization that is struggling for our own survival. We can
continue to require CPE and continue to reduce the organization. As we
reduce, we have less funds to support programs, and we have less
clout in the accounting profession.
I do not believe that as a condition of membership an individual
should have to meet CPE requirements. I do believe that CMAs,
CFMs, CPAs, etc. should meet CPE
requirements. I further believe that
we should encourage all members
to voluntarily participate in CPE.
Let's focus on the real issue. Do we
want to continue to reduce the size
of IMA, or do we want to open up
our organization and welcome to
our profession those who may have
rejected us or left us because of the
stringent requirements?
I personally believe that CPE
should be a requirement only for
certificate holders and not as a condition of membership. I do not buy
into the argument that requiring
CPE makes us more professional. I
will vote for removal of CPE as a
condition of membership and as a
requirement for national service. If
you believe that CPE should be a
requirement, are you ready to ask all
members who do not meet the
requirement to resign? Are you ready
to ask all of our library members,
etc. who do not meet the requirement to resign? Are you ready to
professionalize the IMA out of business? I encourage each of you to
express your feelings to your current
vice president.
ERNIE HUBAND, CM A, CF M ,
CPA, CBA
President 1988 -89
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The IMA is apparently heading
toward deciding, once and for all,
whether a CPE requirement, which
has been on the books for many
years, will either be done away with
or made an actual requirement.
Missing from the written and oral
debate on this issue is whether and
how the resolution of this debate
will reflect on the public's perception
of IMA's future status in the hierarchy of organizations servicing persons with an interest in management
and other forms of accounting.
If the decision is to do away with
any requirement for CPE, it is at
least arguable that IMA can no
longer legitimately refer to itself as a
"professional" organization. In fact,
there is evidence that leadership in
management accounting organizations in Canada, the U.K., and Australia, whose requirements for membership are strict and comprehensive, already view IMA as a "fraternal" organization.
To name just a few, think about
the following organizations [that]
can legitimately refer to themselves
as "professional ": AICPA, IIA, all 50
state CPA societies, and state bar
associations. Each maintains, at a
minimum, the following requirements for membership:
• Minimum educational achievement at the university level.
• Passing a rigorous examination
before admission.
• A requirement for continuous CPE.
• Adherence to a Code of Ethics.
Contrast the above with IMAs
requirements for membership:
• Membership is available to persons interested in the things that
IMA does; there is no specific educational or experience requirement.
• There is no requirement for the
applicant to take or pass any type of
examination.

• Depending on resolution of the
current debate, there may not be any
requirement for CPE.
• IMA membership does require the
member to adhere to IMKs Code of
Ethics.
It is at least arguable that already,
IMNs current assertion that it is a
"professional" organization is not
supported by its current requirements for membership. It would
seem that elimination of a CPE
requirement would, in the interest of
journalistic honesty, dictate that in
the future IMA avoid any assertion
or claim that suggests that it is a
"professional" organization. While,
admittedly, there is no "authority"
that might challenge IM Ks continuing its assertion that it is a "professional" organization,. nevertheless,
IMA should carefully consider how
it chooses to represent itself in the
event the CPE requirement is
eliminated.
BILL IHLANFELDT , CPA
President 1995 -1996

"TWO CENTS" ON CPE
I support the continuing education
requirement. That is easy for me to
do, because I want (and need) continuing education and my employer
supports it. In the 25 years I have
been an IMA member, I have not
had less than 40 hours a year of continuing education, and typically
exceed that. This includes IMA chapter meetings and other IMA -sponsored educational programs as well
as meetings and seminars from other
organizations, including those at my
current and previous employer.
We should focus our efforts on
education itself, rather than an education requirement. Let's develop and
maintain high - quality education programs, assist councils and chapters
c o nt i nu e d o n p ag e 107
with the

If Activity -Based Costing is the answer...

What is the question?
Cost-to-Serve?
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Make vs. Buy?
Discover whether ABC/M makes sense for your
organization and what it can and can't do. Gary
Cokins, an internationally recognized expert ABC/M
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The average salaries of IMA members increased 10% in 1999 to $71,912 while average total
compensation increased 11% to $82,439. Both of these increases in average compensation in
1999 over 1998 amounts are statistically significant and represent the largest percentage
increases ever reported in the 11 years of this survey. Interestingly, for the eight surveys since
1992, statistically significant average salary increases have occurred in every odd - numbered
year following no statistically significant changes in average salary in even - numbered years.
According to 75% of the IMA members, their most
statistics is provided in Table 1. Outside of the median
recent salary increase occurred in 1999 with the most
and 20th percentile figures for both average compensaoften identified increment (9.7 %) being $3,000, the
tion figures in 1996 (an even - numbered year that did not
median amount being $3,500, and the average amounting
have any statistically significant changes over 1995), all of
to $5,254. These data and the data that follow evolve
the amounts show increases. All of the 1999 dollar
from the annual salary survey conducted on behalf of
amounts for the various compensation measures (mean,
IMA and Strategic Finance.When appropriate, relevant
median, 20th, and 80th percentile) increased between
trends and comparisons are made between this year's
6.7% and I I% in 1999 over the respective amounts for
results and those of the prior 10 surveys.1
1998, and all of these increases in 1999 over 1998 are
The most closely tracked and examined factor over the
statistically significant.
11 years of this survey has been the difference in compensation by gender with
respect to the different demographic
20th
80th
Years
characteristics captured in this study.
Range
Mean
Median percentile percentile
Average Salary
This continues this year. There are fewer
1999
$15,000 to $650,000 $71,912 $64,000 $46,000 $90,000
women than men respondents (30% versus 70 %) in the sample, they are younger
1998 $15,000 to $423,000 $65,363 $60,000 $43,000 $82,500
(39 versus 42), have a lower proportion
1997
$13,000 to $400,000 $64,344 $58,000 $40,000 $80,000
of advanced degrees (36% versus 45 %),
1996
$12,500 to $600,000 $60,944 $53,000 $37,000 $77,000
are less likely to be certified (44% with
1995
$13,000 to $375,000 $59,795 $54,000 $38,000 $75,000
no certification versus 35 %), have less
time in the field (12 versus 16 years), are
Average Total Compenudon
less likely to be married (69% versus
1999
$15,000 to $685,000 $82,439 $68,300 $49,000 $103,000
_
1998
$15,000 to $475,000 $74,241 $63,434 $45,000 $95,000
84 %), support fewer children (0.8 children to 1.3 children), and are more likely
1997
$14,400 to $945,000 $73,926 $61,000 $42,000 $93,000
to have a spouse employed outside the
1996
$12,500 to $700,000 $68,283 $56,700 $39,200 $86,700
home (90% versus 63 %).
1995
$15,000 to $472,500 $66,788 $57,000 $39,700 $85,000
A five -year comparison of univariate
June 2 0 0 0 1 STRATEGIC FINANCE
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Women
1

Men

All

Average Salary
Less than 1

$55,164 $71,914 $66,988

1 to 3

$47,248 $60,391 $55,608

"AVERAGE"IMAMEMBER

4 to 6

$53,226 $64,612 $60,241

The profile of an "average" IMA member presented in

7 to 9

$55,924 $71,362 $66,195

10 -12

$65,740 $72,310 $69,774

More than 12

$63,377 $84,183 $78,912

Table 2 reveals the relative stability of the IMA population surveyed over the last five years of this study. In fact,

t

there are no statistical differences in 1999 from the fig-

Average Total Compensation

ures reported in 1998 for any of these measures except

Less than 1

$58,514 $82,423 $75,391

1 to 3

$51,238 $69,410 $62,812

Financial Management); this proportion is still too small,

4 to 6

$57,703 $70,825 $65,928

however, for tracking other salary- related issues. Even

7 to 9

$60,862 $82,802 $75,458

though there are no changes in 1999 (except for the pro-

10 -12

$75,689 $78,341 $77,323

More than 12

$71,510 $98,663 $91,803

I �

the number of individuals with the CFM (Certified in

portion of CFMs), a few notable trends can be denoted
R=

over the past five years:
• The median age has been at 41 for three years in a row

Yea rs in the Fie ld

after being 39 for three years (1994 was also 39).

The gender gap in compensation is again evident by examin-

• The proportion of women has decreased for the past

ing Table 3. Note that the compensation for women is less

two years after showing increases in the prior four years

than men for every "years in the field category" presented.

(again back to 1994).

This has been true all 11 years that this study has been con-

•

ducted (except 1990 when women in the "less than 1 year"

The proportion of members with certification has
increased to 62% in 1999, and 36% hold the CMA certification. Both of these percentages are the highest ever
achieved since the inception of this survey.

category earned more than men). Also as in prior years,
these differences in gender compensation for "years in the
field" are statistically significant. More insights into the compensation gender gap can be derived from Table 3 by
again computing women's compensation as a percent-

1999

1998

1997

1996

1995

age of men's. This percentage for average salary ranges

Median age

41

41

41

39

39

from a low of 75% to a high of 91 %, and average total

Female

30%

31%

33%

32%

31%

compensation ranges from 71% to 97 %. The highest

Male

70%

69%

67%

68%

69%

percentage occurs in the "10 -12 years" category for

-

DeDrees

-

-

both compensation figures. The lowest percentage for

Baccalaureate

98%

98%

98%

98%

97%

the average total compensation (71 %) is in the "less

Advanced

42%

41%

42%

38%

39%

than 1 year" category. The lowest percentage in average

Current position

4

4

4

4

4

compensation (73 %) are the "more than 12 years" cat-

Current employer

7

7

7

7

8

egory; this category, representing 56% of the popula-

14.5

14.5

13.8

salary (75 %) and the second lowest for average total

Years of Experience

In field
Family Status

tion, happens to be the largest category of respondents.

13.6 13.1
- -

Thus, once people are in the field more than 12 years,

Married

80%

77%

78%

76%

79%

the gender compensation gap increases. If there is a

Spouses employed outside home

70%

71%

72%

72%

69%

gap in the early years, the gap increases with years in

Percent with children

59%

57%

56%

56%

58%

the field even if the percentage increases of women and

Average number of children

1.2

1.1

1.1

1.1

1.1

men are the same because the base for men is greater
initially. The persons in the field longer would also seem

Certification Percentages

62%

Any certification

59%

58%

56%

54%

to be older individuals. Therefore, considering the previ-

29%

ous commentary regarding age and the gender gap and

38%

this observation regarding years in the field, the gender

CMA certification

36%

33%

32%

29%

CPA certification

37%

37%

37%

37%

CFM certification

4%

2%

2%

compensation gap appears to increase over time during
one's career.
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Salary Comparisons: Women vs. Men
Women

$80,000

N

Men

Figure 1 compares the average salary by gender for the past five years; the increase in aver -

70,000

age salary in 1999 over 1998 for both men and women is statistically significant. As has

60,000

been true for the last 10 years, the average salary for men ($77,519) exceeds that of

50,000

women ($59,028), and this difference is statistically significant —again consistent with the

40,000

first 10 years of this study. A closer examination of the data behind this chart provides

30,000

some interesting insights. The 11.4% increase in average salary for women in 1999 over the

20,000

1998 average is considerably more than the 9.2% experienced by men this year. While the
numeric difference between the average salary of men and women increased slightly in

10,000
0

1999

1998

1997

1996

1995

1999 (as compared to 1998), women's average salary as a percentage of men's average
salary is increasing. In 1999, women's average salary as a percentage of men's average

salary is 76 %. This represents the fourth year in a row that this percentage has increased (from 69% in 1996 to 72% in 1997 to 75°% in 1998). Thus,
the salary gap between women and men, as reported the past two years, may be getting smaller.

Sal ari es by Age
Compensation, both in terms of average salary and average total

150000

compensation, increases by age category for both men and
women except for the 50 -59 and 60+ age categories for women

120000

(refer to Figure). This is the first time since 1996 that men's com-

90000

E

Won Salary = Women Total

E

MenSalary

M

MenTotal

pensation in the 60+ category has exceeded the 50 -59 category.
The fact that the 60+ category earns less than the next lower cate-

60000

gory has occurred many times in the past 10 years and is not unusual. Furthermore, this is the age category where people retire.

30000

Because well- compensated individuals can afford to retire, this
factor reduces the number of respondents for this age category.

0

M29

30-39

4049

50-59

60+

By using the compensation figures presented in Figure 2, one
can calculate the percentage of women's compensation to that of men

women and both men and women (all) and the average total compensa-

for each of the age categories. When this is done for both average salary

tion for women, men, and both men and women (all) in the field less than

and average total compensation, the gender gap in compensation in-

one year are greater than the next two categories (1 to 3 years and 4 to 6

creases with age. For instance, women's compensation as a percent of

years) while the average salary for men in the field less than one year is

men's in the 19 -29 age category is

greater than that for men in the field

89% for both measures; 81% for both

seven to nine years. This same type of

in the 30 -39 category; 78% and
75 %, respectively, in the 40 -49 category; 69% and 65°% respectively in
the 50 -59; and 49% and 45° %, respectively, for those in the 60+ category. One can conclude from these
data that there is definitely a salary

There is definitely a salary
gap between men and
women, and this gap
increases with age.

gap between men and women and

and women. However, the "less than 1
year" category has the fewest number
of respondents (less than 35 individuals). Almost all these individuals obtained new positions in 1999, and
half of them started with new employ ers. More than 50% of these people

that this gap increases with age. While
there is a very large gap in the 60+ category, this again is the category

event occurred in 1998 for both men

have master's degrees, several of
which have been granted recently. Considering that almost half of these in-

with the fewest observations, especially women. This category represents

dividuals are in the 30 -39 age category, one can surmise that some of

individuals who most likely would have graduated from college in the

these individuals have started a new /different career path, possibly as a

1960s when accounting was considered a very male profession.

consequence of a new masters degree, for which they have been very well

One would expect compensation to increase as the number of years in

compensated. Thus, the combination of a small number of respondents

the field increase. The data presented in Table 3 bear this out except for

with master's degrees and new positions are distorting the "less than one

the individuals in the field less than one year. The average salary for

year" category.
June 2 0 0 0 I STRATEGIC FINANCE
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Dual-Income
Dual-IncomeNoKids
Dual-IncomeWithKids
Single-Income
Single-IncomeNoKids
Single-IncomeWithKids
0

$30,000

60,000

90,000

120,000

Household Income

of male members (63 %), and this difference is

come members with no kids ( DINKS), which is

For purposes of this study, household income

statistically significant. The household income

$120,589 ($111,222 in 1998); there is no

is defined as the total compensation of the

for married male members is $113,806 versus

statistical significance in the differences in

IMA member plus the income of the member's

$110,475 for married female members (as

household income for dual- income members.

spouse, if any. The average household income

compared to $107,441 and $97,690, respec-

Household income of single - income married

for everyone (includes persons not married and

tively, in 1998). This difference in household

members with kids is $103,576, while the

nonemployed spouses of married members)

income is not statistically significant for 1999.

same figure for those without kids is $98,296.

Comparisons of household income for mar-

The difference in household income for single -

increased just under 10% in 1999 to
$103,811 as compared to $95,891 in 1998.

ried members have been examined in prior

income married members with /without kids is

When this figure is calculated by gender, the

years. For instance, the household income of

statistically significant. Those married members

household income of male members (70% of

dual- income families has been compared with

who have single incomes and no kids tend to

the population, including persons not married

that of single - income families with further clas-

be older and have worked longer.

and nonemployed spouses of married mem-

sifications by whether or are not these families

bers) is $107,272 versus $95,891 for female

are supporting children. Obviously, the house-

ried members by gender only differs by about

members; this difference in household income

hold income of $119,539 for dual- income

$600 (female married members: $119,027;

by gender is statistically significant.

families exceeds the household income of

male married members: $119,658). When the

Consistent with prior years, more male

$101,974 of single- income families (the re-

dual income of DINKS is examined, the house-

members are married than female members

spective amounts for 1998 were $110,712

hold income of male DINKS ($122,711) ex-

(84% versus 69 %), and this difference is sta-

and $94,035), The household income of mar-

ceeds that of female DINKS ($116,791),

tistically significant. A greater proportion of the

ried dual- income members with kids is

which is consistent with the past two years.

spouses of female members (90 %) are em-

$118,978 ($110,399 in 1998) as compared

However, the breakdown of this number by kids

ployed outside of the home than the spouses

to the household income of married dual -in-

and no kids and gender shows that the house-

The household income of dual- income mar-

hold income of dual- income female members

How the Survey Was Conducted

with kids is greater ($120,392) than that of

The salary survey was mailed during December 1999 to a random sample of 5,000

male members with kids ($118,128). This

IMA members. The sample was selected to represent geographically the membership of

measurement has never been observed since

IMA in the United States. The questionnaire packet included a return envelope and a

this statistic was first tracked in 1997.

separate postcard to indicate return of the survey. A follow - up survey was sent in January 2000 to those who had not returned the postcard from the first mailing. The sample size was selected to allow for a 95% confidence level of estimating the population
mean within plus or minus 3% based upon expected return rates.

When the household income of single -income married members is compared, male
members (spouse does not work outside the

A total of 2,042 questionnaires were returned yielding an overall response rate of

home) earn more ($106,028) than female

41 %. Of this number, there were 1,913 usable questionnaires representing 38% of per-

members ($79,610). In addition, this rather

sons surveyed. This response rate allows for a 95% confidence level for all data on the

large difference by gender also holds true

survey because those persons responding to the survey represented the IMA membership proportionately for those demographics maintained by IMA.

whether the single- income married members
have kids or no kids (see Figure 3).
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Compensation and
Certification

CMAs for all age categories except three (30-

40 %). Fewer women have the CMA (34 %) than

Professional certification has a definite impact

39 for both average salary and total compen-

men (38 %), and fewer women have the CPA

on compensation. A comparison of the average

sation; 40 -49 for average salary). However, as

(34 %) than men (38 %), but, again, the propor-

salary and the average total compensation

in prior years, there is no statistical difference

tion of women with these two certifications is

shows that individuals with certification

in compensation between those who hold the

increasing (CMA in 1998: 31% vs. 34 %; CPA

by age category are greater for CPAs than

ing (1998: 46% vs. 39 %; 1997: 49% vs.

($76,587 and $88,537,

in 1998: 33% vs. 39 %). Again,

ATION- BYA GE

respectively) earn more than
those individuals without any

No CMA
or CPA

certification ($64,329 and

Age Range

$72,535, respectively). This dif-

Average Salary

as in the prior year, statistical
Both CMA

CMA

CPA

testing reveals that even though

and CPA

women are less likely to be certified than men, this is not a

ference�in�compensation�due�to�_�

19 -29

$43,246

$48,563

$51,935

$55,869

singular reason for lower aver -

certification is statistically

30 -39

$57,824

$67,771

$65,695

$73,350

age compensation for women

significant.

40 -49

$66,345

$81,246

$79,138

$88,321

(that is, the differences in aver -

50 -59

$76,741

$79,206

$89,734

$113,313

age compensation are due to

60+

$84,008

*

$95,466

*

differences in certification or

Table 4 presents more detailed information regarding
compensation by type of certification and age category. Indi-

viduals who hold the CMA,

A

Average Total Compermdon
Age Ra nge

A

differences in gender, but not
due to any interaction of certifi-

19 -29

$45,544

$52,063

$56,604

$60,115

CPA, or both the CMA and CPA

30 -39

$63,260

$78,036

$71,815

$81,504

earn more than those with no

40 -49

$75,791

$92,901

$93,944 $106,529

receive a salary increment for

certification for all age sate-

50 -59

$90,277

$94,890

$112,278 $133,023

completing the CPA examina-

gories. The difference in com

60+

$94,249

*

pensation between those with

*Data not reported to protect confidentiality

$108,260

*

cation and gender).
Individuals are more likely to

F tion than the CMA examination
(20% versus 12 %), but the

certification and those without

amount of the increment for the

certification ranges from approximately

CPA and CMA. Generally, the average compen-

CMA tends to be more. The increment for pass -

$2,500 to $36,500 for average salary and

sation of those individuals who are dual hold-

ing the CMA examination has a range of $500 -

approximately $4,600 to $42,700 for average

ers of the CMA and CPA is greater than those

$20,000, a median value of $3,000, and an

total compensation. This is consistent with the

with only one certification. This is true for all

average value of $4,361. The increment for

findings of the previous 10 years, and, as in

age categories in 1999.

completing the CPA examination has a range

the past, these differences in compensation

While women are less likely to have any pro-

of $50425,000, a median value of $2,000,

by certification or no certification are statisti-

fessional certification (44 %) than men (35 %),

and an average value of $3,964. These per -

cally significant.

which is consistent with prior years, the propor-

centages and amounts are consistent with

tion of women without certification is decreas_

figures from prior years.

This year the average compensation figures

•

The educational background of IMA members has not
changed much although the proportion with baccalaureate degrees (98 %) and advanced degrees (4 2 %) in 1 9 9 9

dren are the highest since 1993 (previous highs were 80%

equal the highest amounts from other years.

the range experienced in prior years. The average number

• Experience factors in terms of average years in current

of children (1.2) per member represents a 0.1 increase

position and average years with current employer have

over the prior four years. None of these changes regard-

remained constant (four and seven years respectively),

ing family status is significant.

while the average years employed in the field stabilized at

• As in previous years, the greatest proportion of the

14.5 in 1999 after increasing steadily from 13.1 in 1995.

members hold positions that would be classified as mid-

• The 80% of members married and the 59% with chil-

dle management (37 %) and work in locations that

and 62 %, respectively) while the proportion of members
who have spouses employed outside the home is within
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2
40 4 t

Average
Salary

Less than baccalaureate $56,431

Average Total
Compensation
[30]

$63,094

[30]

Baccalaureate

$66,162 [1024] $75,646[1026]

Master's

$79,165 [802]

$91,297 [803]

Doctorate

$84,468

$92,625

tea.

employ 100 -499 individuals(34%) in organizations with
over 5,000 employees(36 %).

Wiest

Degree

[49]

[50]

Number of responses shown in brackets.

ALTERNATIVECAREERPATHS
For the past four years there have been questions dealing
with alternative career paths and advancement, and, starting last year, questions dealing with career interruptions.
Respondents were asked to provide a percentage of time
they would be willing to reduce their hours worked (with
proportionate decrease in compensation) if any employer
provided such an option to give more leisure /personal
time. A total of 59 % indicated that they were not interested in this career /advancement option (1998: 62 %; 1997:
57%; 1996: 55 %).For the 4 1 % who would take advantage
of this option, the most common percentages offered for
reduction in hours /compensation for more leisure /personal time were 5 % by 12% of the respondents, 10% by
36% of the respondents, and 20 % by 28% of the respondents; the mean percentage for these individuals amounted to 16.2% in 1999,up slightly from 15.9% in 1998.
When gender is considered, 52% of the women (48%
in 1998; 60% in 1997)would be willing to reduce their
hours /compensation for more leisure /personal time as
compared to 37 % of the men (34% in 1998; 44% in
1997).Women also appear to be willing to accept a larger
percentage reduction than men since the average reduction is 18.3% as compared to 14.9% for men, both of
which are close to 1998 amounts. These differences in
reduction in hours /compensation for more leisure /personal time by gender are statistically significant.
The career /advancement issue can also be compared for
those who are married or for those who are
single /divorced (that is, a combined group composed of
individuals who are either single or who are divorced).
Actually, the married percentages are very similar to the
population percentages with 4 2 % of the married members(49% in 1998)willing to take a reduction in
hours /compensation for more leisure /personal time with
an average reduction amounting to 16.6% (16% in 1998).
The percentage of 39 % for the single /divorced group
(54% in 1998)is slightly less, and the average reduction
amount is less at 14.5% (15% in 1998).Thus, the proportion wanting reduction in hours /compensation for more
leisure /personal time is down from last year, but the
amount of the reduction percentage is about the same.
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Compensation and Degrees
Individuals with a doctorate degree earn more than those with a master's degree, who, in turn, earn more than those with only a baccalaureate degree, who earn more than those with no degree (Table 5). This
is not unexpected because this is consistent with the results experienced in prior years. The differences in compensation by degree are
again statistically significant in 1999. All of the figures for average
salary and average total compensation in Table 5 are greater than the
respective amounts reported in 1998 providing further support that
compensation is greater in 1999 than 1998.
One argument for women having lower compensation than men
could be the educational level because fewer women have advanced
degrees than men (36% to 45 %).This has been true since 1991

A master's degree
may be the entry into a new
position or even a
new /different career path.
when tracking of this factor began. Like certification discussed previously, the differences in average compensation are due to gender or
degree but not to an interaction of the two variables.
Salary increments as a consequence of earning an advanced degree are often common, especially for doctorates. While earning the
doctorate is generally a requirement for entering academe, even a
master's degree may be the entry into a new position or even a
new /different career path. Most of those who hold the doctorate reported receiving increments (57 %) ranging from $1,000 to $60,000
with a median value of $6,000 and an average value of $13,065.
While the percentage of individuals receiving a salary increment for
a master's degree (16 %) is similar to the percentage of those getting
increments for certification (discussed previously), the payoff for the
master's degree tends to be greater (range: $1,000 - $40,000; median: $5,600; average: $8,709). As in 1998, the percentage receiving
a salary increment for a master's degree is similar to prior years
(13 -17 %), but the average amount of the increment is the largest
ever reported.

Northeast Region

Average
Salary

Standard
Deviation

$75,356

$31,930

[109]

$69,493

$41,155

[539]
[32]

Connecticut

76,732

26,626

[25]

Iowa

61,217

28,601

78,783

60,500

[121

Illinois

75,335

36,935

[72]

Massachusetts

77,579

27,689

[53]

Indiana

66,897

22,616

[52]

New Hampshire

77,002

23,315

[10]

Michigan

68,643

52,777

[92]

70,435

37,103

[76]

49,561

13,058

[31
[6]

Minnesota
Missouri

64,790

23,275

[48]

$76,861

$49,192

13721

Ohio

74,871

54,874

[100]

Delaware

72,929

30,809

[7]

Wisconsin

64,623

33,023

[67]

Maryland

80,893

26,498

[151

PlainsRegion

$69,059

$28,784

11261

NewJersey

88,333

40,955

[741

Kansas

64,732

23,751

[201

NewYork

74,011

33,475

[97]

Nebraska

55,137

23,933

[16]

Pennsylvania
Virginia
Washington,D.C.
West Virginia

65,160
90,382
97,671
*

33,201
106,062
63,495
*

[122]
[38]
[16]

North Dakota
Oklahoma
South Dakota

67,884

24,805

[16]

Texas

73,493

$68,351

$32,475

[3521

$64,566

30,983
$31,681

[1031

Vermont
Mid-Adandc Resat

South Raft

I

Standard
Deviation

Maine

Rhode Island

€
[j

Midwest Region

Average
Salary

[3]

Mountain Re"

[74]

Alabama

62,907

25,056

[11]

Arizona

64,900

22,120

[25]

Arkansas

67,513

26,889

[10]

Colorado

69,942

44,620

[35]

Florida

68,047

39,665

1861

Idaho

61,069

15,043

[11]

Georgia

67,277

26,977

[54]

Montana

Kentucky

66,813

25,813

[29]

New Mexico

57,318

16,467

[5]

Louisiana

84,857

16,324

[7]

Nevada

63,941

33,803

[ill

Mississippi

62,923

28,393

[9]

Utah

59,257

20,307

[14]

North Carolina
South Carolina
Tennessee

78,013

38,904

[69]

59,164

17,990

[341

$78,737

*
$42,475

[205]

63,139

27,452

[43]

California

78,497

32,776

[157]

Hawaii

57,767

14,862

[6]

Oregon

76,461

63,011

1261

Washington

92,656

79,250

[16]

Wyoming
West Coast Region

[2]

Alaska

Number of responses shown in brackets.

_

F

*Data not reported to protect confidentiality
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Compensation by Region, Responsibility, and Position
As in prior years, the average salary (and standard deviation) by state within seven regions of the
United States is provided in Table 6. As in prior years, the West Coast, Mid - Atlantic, and Northeast
regions had the highest salaries. The average salaries of members differ by region, and for the first
time since this study began in 1989, these differences by region are statistically significant. The
average salary figures for all of the regions are greater in 1999 than the amounts reported in
1998, and these overall differences between 1998 and 1999 are also statistically significant. The
increases were the greatest for the West Coast (17.9 %), Midwest (13.0 %; the lowest- ranking region in 1998), and South (8.7 %) regions, and differences in the average salaries for these three
regions from 1998 to 1999 are considered statistically significant. The increases over 1998 for the
other four regions are not considered statistically significant.

/

I V

For the first time
0
since
this study
began, salary
differences by

region are statistically significant.
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One would expect that the individuals who are the top executives of

Average Total
Compensation

Average
Salary

t

Compensation by Responsibility Area
firms, that is, those in general management and finance, would be the

General Management

$93,442 [284]

Risk Mana!�
gement

$87,664

Finance

$80,660 [280]

$95,716 [281]

cial management (finance and risk management) are the highest- ranking

Public Accounting

$77,401 [87]

$84,504 [88]

positions with respect to average compensation. Furthermore, the respon-

Budgeting and Planning $71,387 [115]

$79,962 [115]

sibility areas on the lower end (cost accounting and general accounting)

Taxation

$69,159 [49]

$75,547

are not unexpected considering that these tend to be entry -level areas for

Corporate Accounting
Education

$68,465 [474]
$65,707 [72]

$77,363 [475]

industry. This rank ordering of top -level and lower -level responsibility ar-

$69,459 [72]

eas is consistent with prior years. The compensation figures for all re-

Internal Auditing

$63,439 [37]

$69,315 [38]

sponsibility areas are greater in 1999 than 1998 except for the average

Government Accounting $59,386 [41]

$60,712 [41]

salary of personnel accounting. Another interesting observation is that

Cost Accounting

$58,312 [151]

$62,670 [151]

public accounting was listed 10th in the list in 1998 but fourth in 1999

General Accounting

$55,097 [257]

$60,621 [257]

appearing right below what would be considered the top management

Personnel Accounting

$50,100

$62,600

positions in industry. This is the highest public accounting has ranked

$116,068 [284]

[ 141 $100,943

[5]

ones with the highest average compensation. Table 7 verifies this logic by

[ 14 ]

showing
g that the responsibility
manag
P
Yareas of general
g
gement and finan-

[49]

[5]

sin ce 1 99 3.

Number of responses shown in brackets.

t

The responsibility areas of
general management and financial
management are the
highest - ranking positions with
respect to average compensation.

able8:SALARYBYLOCATIONANDORGANIZATION

Compensation by Firm Size
Average salary figures are presented for two size factors in
Table 8- number of people employed at one location and

Employed at
Location
Average

Employed in
Entire Organization
Average

Salary

Salary

number of people employed by the entire organization. For

the location size factor, the average salary increases as the

Number of People

number of employees increases except for the first category

1 to 9

$80,408

[97]

$76,585

(1 to 9 employees) and the 1,000 to 2,499 employee cate-

10 to 24

$61,403 [142]

$62,581

gory; all of the average salary figures for the location size
categories for 1999 are greater than the same respective
amountsexperienced in 1998. For the number of people em-

25 to 99
100 to 499
500 to 999

$69,252 [400]
$71,065 [638]
$74,918 [228]

[60]
$67,053 [223]
$72,253 [366]
$67,574 [180]

ployed in the entire organization, the average salary increases

1,000 to 2,499

$74,895 [171]

$69,244 [187]

for all categories again except for two -1 to 9 employees and

2,500 to 4,999

$76,543 [84]

$65,825 [151]

2,500 to 4,999 employees; all of the average salary figures

5,000+

$79,479 [123]

$77,357 [674]

for the organization size categories for 1999 are greater than

Number of responses shown In brackets.

the respective amounts experienced in 1998 except in the
500 -999 and 2,500 -4,999 categories. Also note that the average salary
for location size is greater than the average salary for organization size for
six of the eight size categories.
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a

[51]

Average Total
Compensation

Average

Salary
Top-Level Management

$99,531 [321]

Average
Salary

$122,356 [323]

$69,067 [707]

$77,588 [708]

Principal

165,760

Director

88,003 192]

104,619 [92]

President

156,636 [11]

216,091 [11]

Divisional Controller

75,444 [120]

87,021 [121]

Chief Executive Officer

145,000

150,438

General Manager

73,368 [26]

84,523 [26]

Partner

142,533 [15]

157,625 [16]

Manager

67,375 [234]

74,510 [234]

Executive Vice President

126,344 [16]

147,034 [16]

Plant Controller

64,839 [86]

70,768 [86]

120,143

Assistant Corporate

[5]

[8]

285,740

Middle Management

Average Total
Compensation

[5]

[8]

Senior Vice President

94,976

Chief Financial Officer

92,117 [184]

114,77411841

Controller

63,092 [56]

68,456 [56]

Owner

86,938 [45]

101,648 146]

Supervisor

54,029 [49]

58,511 [49]

CorporateTreasurer

85,771 [20]

102,521 [20]

Corporate Secretary

80,750

[9]

[8]

88,908

[9]

[8]

Chair of the Board
Senior Management

$81,657 [337]

$96,099 [338]

[2]

[2]

Group President
Group Vice President

166,040

[5]

222,440

[5]

Divisional Vice President

116,625

[8]

154,575

[8]

Vice President

107,664 [64]
96,164 [43]

105,520 [44]

Assistant Vice President

74,152 [16]

80,978 [16]

Corporate Controller

66,172 [199]

75,144 [199]

53,504 [17]

54,790 [17]

49,681 [27]

52,857 [27]

Lower Management/
Entry Level

$51,023 [424]

$53,969 [424]

[1]

[lJ

Financial Analyst

59,144 [150]

62,919 [150]

Systems Analyst

56,380 [20]

62,251 [20]

Auditor

55,881 [33]

58,250 [33]

Programmer

a
r

132,900 [64]

Consultant

General Supervisor
Chief Accountant

j

Senior Accountant

47,957 [135]

50,843 [135]

Staff Accountant

38,243 [85]

39,392 [85]

$63,893 [77]

$67,725 [77]

55,854 [351

62,029 [35]

[1]

[1]
82,076 [24]

Economist
Academic Positions

Compensation by Position

Average Other

Table 9 presents average salary and average total compensation by posi-

Dean

tion within management level. Respondents were asked to select the job

Professor

76,080 [24]

title that best represents their position and to indicate the management

Department Chair

64,821

level in which it would fall (selected lists for both items). Compensation

Associate Professor

58,432 [16]

59,182 [16]

[8]

70,227

[81

58,253 1121

60,527 [12]

54,275 [12]

56,954 [12]

to classify job titles by management level, some of these titles exist in all

Instructor

[4]

[4]

organizations while some are only found in large corporations resulting in
anomalies in compensation figures as a consequence of the mix of titles,

*

Assistant Professor
Administrator

*

comparisons by job title are very difficult because job titles are not uniform across all types and sizes of organizations. While Table 8 attempts

•Data not reported to protect confidentiality. Numbers of responses shown in
brackets.

management level, and size of organizations.
The average compensation figures by management level increase with
management level (excluding academic positions). In addition, the aver-

The average compensation figures (averages for salary and total com-

age compensation figures by position /job title in the next lower manage-

pensation) for the top, senior, and lower /entry management levels pre-

ment level tend to be less than average of the next successive higher lev-

sented in Table 9 all had double digit increases ranging from 10.6% to

el. The exceptions for this observation are three vice president positions -

13.1% in 1999 over the same averages in 1998. While the 1999 figures

vice president, group vice president, divisional vice president -in senior

are greater than the averages for 1998 for the other two categories, the

management (compensation is greater than the average for top -level

increases in the middle management level were in the 5 -6% range while

management) and director in the middle management level (compensa-

the academic increases were only slightly greater than 2 %. Thus, the top -

tion is greater than the average for senior management). Interestingly, all

level and senior management levels as well as lower /entry -level manage-

of these vice president positions might be considered as top -level man-

ment appear to secure higher levels of compensation while the middle

agement positions in some organizations, and the director might be con-

management is more compressed and academe shows only slight in-

sidered either a top -level or senior management position in some organi-

creases. The differences in average compensation by management level

zations. This same observation for these same positions has been made

and the increased averages in 1999 over the 1998 averages for the

in prior years (for instance, 1998).

management levels are all statistically significant.
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Compensation by SIC Area
Average
Salary

Average Total
Compensation

$77,159 [27]

$88,256 [27]

$66,601 [12]
$69,411 [50]
$72,504 [724]

$80,143 [12]
$80,929 [50]
$83,287[724]

$68,924 [157]
$72,05311231
$69,679 [179]
$74,322 [516]
$74,325 [81]
$63,678 [87]
$75,831 [119]
$77,086 [230]
$58,631 [64]
$77,114 [47]

$81,03411581
$87,444 [123]
$82,421 [179)
$83,327 [519]
$79,840 [84]
$67,644 [81]
$83,379 [87]
$89,857 [120]
$59,6991232]
$85,040 [47]

-- -

_

Compensation by SIC (standard industry code) code is
presented in Table 10 (note that the service area is shown
SICArea
in total and then segmented into four individual cateAgriculture, Forestry, Fisheries
godes). The agriculture, forestry, fisheries area had the
Mining
largest average compensation figure for 1999—the first
Contract Construction
time this industry has ranked first in the 11 years of the
Manufacturing
study. The average compensation figures increased in 1999
Transportation, Communications,
for all SIC areas (as well as the individual segments with
and Utility Services
the service area) except for mining (last year's top -rated inWholesale and Retail Trade
dustry) and the average salary figure for transportation,
Finance, Insurance, and Real Estate
I
communication, and utility services.
Services (all)
An observation made in 1998 was that the service inMedicaVHealth services
dustry was the fastest - growing industry and that it lagged
Educational services
behind all SIC areas other than government. This year, the
Public Accounting
service area ranked second in average salary and third in
Other service SIC codes
average total compensation —a considerable turnaround
Government
from 1998. Another observation from Table 10 is that public
Nonclassifiable
Number of responses shown in brackets.
accounting within the service SIC code would rank third and
fourth in average salary and average total compensation, respectively, if looked at individually. This is consistent with the earlier observation regarding public accounting that compensation in public accounting
appears to be higher in 1999.

When the married members are examined more closely, the proportion of the dual- income members wanting a
reduction in hours /compensation for more leisure /personal time is 4 8 % for those with kids and 4 6 % for those
without kids, and the average reduction of 16.5% is the
same for both groups. For single- income married members, 4 1 % of those with kids want a reduction in
hours /compensation for more leisure /personal time of
almost 22% while only 31% of those without kids want a
reduction of only 13.8%. This also holds true for
single /divorced members; those with children want a
reduction of 14.9% while those without children only
want a reduction of 12.1 %.Thus, those married members
with children seem to desire a greater reduction in
hours /compensation than those married members without children. This is inconsistent with 1998 but more
consistent with 1997.
Members were also asked if they would like a career
path that allowed for more flexibility (rigidity) in work
hours to provide more (less) time for family commit38
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ments resulting in slower (faster) career advancement. Of
the 6 4 % who considered this relevant to their career path,
76% indicated that they would prefer more flexibility for
family commitments while 24 % wanted the more rigid
schedule but faster advancement. These percentages are
similar to the results from the past three years (range of
75 -78% in 1996 - 1998).From a gender standpoint, 72 %
of the men prefer the more flexible career path as compared to 85 % of the women. Thus, men are more likely to
desire the more rigid schedule but faster advancement
option than women (28% versus 15 %).
For those members who are married, 79% desire the
more flexible career path (range of 75 -78% in 1996 -1998)
with more time for family commitments. For the single
members, 59 % desired the more flexible career path,
while 74% of those members who are divorced expressed
this preference. When children are considered, 81 % of
those divorced members who support children prefer the
more flexible career path as opposed to only 70% of
those divorced members not supporting children. For

TOP MANAGEMENT

Baccalaureate
No CMA or CPA

73,688
71,071

CMA

Men

Women

Men

[1]

[1]

[29]

99,725 [141]

60,772

[46]

[4]

*

*

Women
No Degree

SENIOR MANAGEMENT

141
75,039 [131]

[7]

94,024

[39]

48,63 7

[19]

75,591

[52]

[2]

88,275

[24]

64,442

[121

78,928

[20]

[81

72,296

[381

77,347

[16]

CPA

77,139

[14]

102,407

[56]

66,363

Both CMA and CPA

68,900

[5]

130,930

[141

87,872

[61

80,485

[31]

111,446 [110]

71,283

1381

No CMA or CPA

76,899

[12]

110,277

[27]

70,971

[141

90,833

[331

CMA

86,640

[91

98,968

[31]

81,356

[8]

102,623

[23]

[3]

110,713

[23]

73,833

[61

99,444

[22]

[6]

137,360

[24]

63,920

[9]

119,410

[30]

CPA
Both CMA and CPA

84,750

MIDDLE MANAGEMENT

No Degree
Baccalaureate
No CMA or CPA

61,714

ENTRY-LEVEL MANAGEMENT

Men
171

Women
[3]

*

Women

103,467 11091

Men
[2]

[4]

*

Masters

59,314 [127]

67,526 [245]

45,776 [117]

49,321 [150]

49,818

65,293 [109]

43,003

[75]

47,754

[68]
[30]

[47]

60,580

[22]

70,923

[39]

50,254

[15]

54,794

60,096

1281

68,114

[50]

48,035

[20]

48,704

[27]

Both CMA and CPA

74,995

[25]

70,790

[35]

64,333

[61

48,410

[181

63,851

1801

77,741 [241]

48,848

[421

60,493 11041

57,816

131]

73,964

[80]

44,501

[23]

55,146

[33]

CMA

72,070

[22]

77,332

[78]

58,283

[6]

64,252

[32]

CPA

55,850

[10]

82,766

[361

45,643

[7]

57,400

[18]

Both CMA and CPA

64,630

[14]

82,087

[36]

[4]

67,917

[16]

Master's
No CMA or CPA

*

CMA
CPA

•Date not reported to protect confidentiality

Average Salary Profile
A trait of basic human nature is to compare
one's own salary with that of others having the

The average salary is greater for women
than men in only three categories.

same /similar characteristics. Table 11 provides
such an opportunity by providing average
salaries by four common characteristics -de-

An interesting observation from this table is

gree, certification, gender, and management

that the average salary is greater for men than

field less than one year ($66,988 for everyone

level -that are captured throughout this study.

women in all categories except three -all of

from Table 3) is greater than all but one of the

Note that the average salary for those in the

Those categories with less than five observa-

which have similar characteristics. Women with

average salary figures for entry -level persons in

tions have been omitted to maintain personal

only a baccalaureate degree and both the CMA

Table 11 (the lone excepton is the 16 men

confidentiality. Please use these average fig-

and CPA certifications have a greater average

with master's degrees with both the CMA and

ures for casual comparison only because they

salary than their male counterparts in three of

CPA). Thus, one can surmise that those with

are based on subsets from the entire popula-

the four management levels- senior, middle,

positions in the field less than one year are in-

tion. An example comparison might be for an

and entry - level. The data in this table also may

dividuals who are taking positions at manage-

individual in middle management with a mas-

provide some explanation for the discussion

ment levels other than entry - level, a conclusion

ter's degree and a CMA -the average salary for

relating to Table 3 (Years in the Field) regarding

consistent with the previous discussion indicat-

the 22 women in this category is $72,070 as

the fact that the average compensation of

ing that these people may be starting new or

compared to $77,332 for the 78 men in the

those in the field less than one year is greater

different career paths in the accounting field

same category.

than that for those in the next two categories.

after obtaining an advanced degree.
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Calculating an Average Salary
A popular feature of the IMA Annual Salary Survey
has been to calculate an estimated salary using
some of the more significant demographic variables

Start with this base figure

tracked in the survey. The components for this year's

If you are TOP management

estimate are presented in Table 12 and are based on

OR

a regression that predicts up to 22% of the variability

If you are SENIOR management

in salaries resulting from the demographic variables

OR

considered. The calculated amount for an "average"

If you are ENTRY -level management SUBTRACT 13,300

IMA member (that is, a male in middle management

Number of years in the Field 14

TIMES

with a professional certification and 14 years in the

If you have an advanced degree

ADD

field) is $70,333 which is approximately $1,600 less'

If you hold professional certification ADD

than the average salary presented in Table 1. The dif-

If you are female

Average
IMA member

$55,638

$55,638

$55,638
ADD

25,897

ADD

11,803

492

6,888

11,152
7,807

7,807

SUBTRACT 11,416
-------

ferences are due to the factors that were not incorporated into the regression (for example, organization

Your
calculation

Estimated Salary Level

------$70,333

size) or the variability of the individual components.
You may calculate your own "personal salary" by following the steps in
Table 12. Starting with the base figure of $55,638, add or subtract the

vanced degree, add $7,807 if you hold a professional certification, and

components
that apply
your personal
situation.
Forproduct
instance,
addnum
/subtract
the component
fortomanagement
level,
add the
of the

subtract $11,416 if you are female.

married members with children, 81% prefer the flexible
career path, indicating further time for family commitments. The percentages are the same for dual- or single income family members with children. For those without
children, 81% of the single- income members, who are
more able to be flexible due to a lack of family responsibilities, are interested in the flexible career path. Dual income members with no children continue to indicate
more of a tendency to be career driven, with only 72%
desiring the flexible career path.
A variable that might impact an individual's compensation is a career path interruption. For this study, a
career path interruption of six months or more was designated as the arbitrary length for an interruption that
would have an impact on compensation. A total of 403 of
the respondents or 21% reported having a career path
interruption of six or more months (19% in 1998).
Women had a greater proportion of career path interruptions than men (26% versus 19%), and this is statistically
significant in 1999. Those having interruptions are likely
to have been in the field more years (17 versus 14 years)
and are likely to be older (45 versus 40); both of these
factors are statistically significant.
The career interruption most frequently identified
(there was another category for which no data were captured) was "lost position due to downsizing" that was
mentioned by 25% of those reporting interruptions (26%
in 1998) resulting in a median interruption of 8.5
40
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months and a mode (the number most often mentioned)
of six months. Men were more likely to have this interruption than women (29% versus 16 %). The most frequently mentioned interruption for women was for
maternity leave with 25% reporting one leave and 8%
reporting two (29% reported maternity leaves in 1998).
The median duration of maternity leave was six months.
Pursuit of an advanced degree was mentioned by 15%
(20% in 1998) of those reporting interruptions -15% by
men and 14% by women —with a median duration of 24
months. Losing a position due to a merger was reported
by 14% of those reporting interruptions, resulting in a
median duration of seven months; as with downsizing,
men are more likely to have an interruption caused by
merger than women (16% versus 9 %).
Career path interruptions might impact compensation either positively or negatively. For instance, an
interruption resulting from maternity leave or illness
might cause an individual to lose ground with workers
not having such an interruption. However, taking time
off for an advanced degree might result in an increase in
salary because the individual is now more qualified for a
higher -level position. While questions regarding career
path interruptions have been asked for the past two
years, the dollar impact of such interruptions is very
difficult, if not impossible, to capture without doing a
longitudinal study —one where the same people are
tracked over time, meaning that there would be no con-

W
W W

fidentiality of salary information. Thus, it is very difficult to reach any firm conclusions regarding the impact
of interruptions on compensation from the data captured in this study. However, the average salary and total
compensation of those individuals who have had interruptions that would be considered negative (maternity
and family leave, loss of job due to mergers /downsizing,
and illness, but not for earning an advanced degree) is
$64,747 and $72,263, respectively, versus $73,476 and
$84,633, respectively, for those who reported having no

While the disparity may not be as great when one is

younger or early in one's career, the fact that the difference
exists means that the difference gets wider the older one
becomes or the longer one works since subsequent salary
increases are a function of the initial starting figure. Thus,
over time the gap tends to widen. However, the gap
between women's and men's salary overall has decreased
over the past four years when women's average salary as a
percentage of men's average salary is calculated.
For the past two years, interruptions in employment

interruptions. This difference in compensation for these

have been examined in an attempt to determine if they

two groups of members is statistically significant, mean-

have an impact on compensation. This continues to be a

ing that negative -type interruptions appear to impact

new variable that needs to be tracked before a firm conclu-

compensation. When negative interruptions are exam-

sion can be drawn. However, this year the data show that

ined by gender, the differences in average salary and

average compensation is affected negatively by interrup-

average total compensation for men with interruptions
as compared to men without interruptions amount to

tions other than those for pursuing an advanced degree,

about $9,000 and $14,000, respectively. The same com-

tend to have more interruptions than men do, there is no
statistical interaction of interruption by gender. •

parisons for women with and without interruptions

and this is true for both men and women. While women

amount to differences of about $4,000 and $4,500 in
average salary and average total compensation, respectively. These differences in salary and average total compensation are statistically significant with respect to
gender and interruption but not to any interaction of
gender and interruption. Thus, the differences in compensation are due to the same gender differences that
were discussed in other sections and are due to the fact
that members have interruptions but are not due to any

I Previous years' results were reported in David L. Schroeder and Karl E. Reichardt,
`7MA '98 Salary Guide," Strategic Finance, June 1999, pp. 28 -41; Karl E. Reichardt
and David L. Schroeder, "$alaries 1997," Management Accounting, June 1998,
pp. 16 -28, 30 -35, David L. Schroeder and Karl E. Reichardt, "$alaries 1996," Management Accounting, June 1997, pp. 10 -24, 26 -29; Karl E. Reichardt and David L.
Schroeder, "Salaries 1995," Management Accounting, June 1996, pp. 20 -22, 24, 26,
28, 30, 34; David L. Schroeder and Karl E. Reichardt, "Salaries 1994;' Management
Accounting, June 1995, pp. 14 -34; Karl E. Reichardt and David L. Schroeder,
"Salaries 1993," Management Accounting, June 1994, pp. 22 -30; David L. Schroeder
and Karl E. Reichardt, "Salaries 1992," Management Accounting, June 1993, pp. 2735; Karl E. Reichardt and David L. Schroeder, "Salaries 1991;' Management

differences in interruptions by gender.

Accounting, June 1992, pp. 21 -27; David L. Schroeder and Karl E. Reichardt
"Salaries 1990," Management Accounting, June 1991, pp. 25 -31; and Karl E.
Reichardt and David L. Schroeder, "NAA Salaries," Management Accounting, May

SUMMARYOBSERVATIONS

1990, pp. 18 -24.

One of the more intriguing results over the past eight
years has been alternation of years with no increase in
average followed by a year in which the average salary has
increased. In odd - numbered years (1993, 1995, 1997,

1999), there have been significant increases in average
salary, and this has always followed an even - numbered
year (1992, 1994, 1996, 1998) in which there had been no
significant increase in average salary.
Certification and advanced degrees are two components
that continue to affect compensation in a positive manner.

Karl E. Reichardt, CMA, is an associate professor of
accounting in the College of Business Administration at Valparaiso University. He holds a Ph.D. in Accountancy from
the University of Missouri- Columbia.
David L. Schroeder is an associate professor of Decision
Sciences in the College of Business Administration at
Valparaiso University. He holds a Ph.D. in Management
Information Systems from Oklahoma State University.

Thus, the IMA membership is well educated, and the proportion of the IMA having professional certification is
increasing. Another significant factor affecting compensation continues to be gender. Women earn less than men.

The authors wish to express their gratitude to the Institute of Management Accountants for their support in conducting this research.
The authors also wish to thank Julia Johnston and Sarah Reichardt
for their work on all of the processing aspects of the survey.
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How important is
tax strategy
in e- business?
How important is
your steering wheel
at 150 mph?

When you travel at Internet speed,
unexpected obstacles can appear
out of nowhere. That's where our
e Tax Solutions come in. Our
strategic approach helps you handle
critical tax issues and steer clear of
obstructions, which means your
drive for success can be a much
faster ride.
For further information, contact:
Jeffrey M. Stein,
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'Jobs in a

RED-HOTMARKET

WHOTHECOMPANIES

The job market is hot. Really hot. You shouldn't even be working.
You should be out looking for a job.

ARELOOKINGFORAND

But wait: Don't go out there unarmed. Yes, the demand for
accountants and financial professionals exceeds the supply, but

WHATTHEYV
' EGOTTODO

the call for plain - vanilla bean counters is tepid at best. The real

o
Z

TOGETTHEM
BY

GLENN

CHENEY

jobs, the ones that offer something besides money, are for whiz-

w
N

bang MBA - globo - techno- accountants, the kind who know

Z
0

something besides accounting.
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Financial professionals are EVOLVING
i n to a new type of worker—

"In my 27 years of recruiting
financial people, this is the most
candidate - driven marketplace I've
ever seen," says Frank G. Fusaro, a
former accountant and current
president of Manhattan -based
Forum Personnel. "Good people
are hard to find, but that doesn't mean that everyone's
going to get a job overnight. It's still a question of having
the right skill set to fit into the market.'
Fusaro calls it artificial supply and demand. Others
call it qualification inflation. It's the dark cloud inside
the silver lining of an otherwise bustling job market. An
estimated one - quarter of all directors of accounting and
finance departments are looking to expand their staff.
But they have minimal interest in no- frills professionals
who lack top -notch computer skills, international experience, interdepartmental management abilities, or some
other extra that looks beyond the green eyeshades. They
want people who can hit the ground running rather than
spend their first few months slogging through enterprise

TECHNO-ACCOUNTANTS.
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resource software or looking for Malaysia on a map of
Africa.

TECNNO-ACCOUNTANTS
Rory Sakin, vice president of the accountant recruiting
firm AOC, says the job market is breeding a whole new
professional.
"What we're finding is an evolution in the type of
worker most organizations are looking for and the type
that our financial executives are becoming— technoaccountants," Sakin says. "Because of the high technological demand that companies have and the growing use of
sophisticated computer systems, our professionals can't
just be textbook accountants anymore. They need to

know the tools available to them in the workplace. That
tends to cause higher expectations from our customers as
they look for certain profiles and from our candidates as
they look to their next career change or assignment. The
expectations have increased on both sides, so it's more
difficult to find the quality worker that meets the profile."
Oddly enough, qualification inflation hasn't led to
salary inflation. Salaries are rising, but only moderately.
Robert Half International, Inc., estimates that starting
salaries will go up by only 4.7% in 2000, more than inflation but hardly an amount worthy of a market where

Organizations are looking for

COSTACCOUNTANTStoo
l ok
after costs associated with

theHIGH-VOLUME,HIGH-SPEED
production of the booming
economy.
companies are all but begging for personnel. The reason, says Jon Zion,
eastern district director for Accountemps, represents an interesting evolution in the development of mid- to
upper -level professionals. "One reason
wage inflation is not an issue even
though the demand is off the charts is
that monetary compensation isn't
what makes people move today," Zion
says. "Their decisions are more
qualitative."
Up- and - coming financial professionals have by no means adopted a
Buddhistic disdain for crass remuneration. Still, as the Great Master taught,
they're seeking something higher. Like
flex -time. Like casual dress days. More
vacation. Assistance with child care. Challenging work.
An office with the right attitude. A telecommuting
option. In other words, quality of life and quality of job.
For that reason, the directors of financial departments
are going to have to get creative in their compensation
packages.
"Companies have gotten very good at this," Zion says.
"They're offering gym memberships, tickets to sports

events, cell phones, office parties, and attractive work
environments.'
Work environment is now a top priority for companies
that want to retain employees. A third of surveyed executives at large companies considered work environment
more important than compensation and benefits, which
in turn were seen as no more useful than praise and
recognition. Only 6% put top priority on job security.

THEPERKSHADBETTERBEGOOD
The perquisites had better be good because the job openings are everywhere, in all industrial sectors, in all geographic regions, at all levels within a given company, and
for all kinds of accountants: corporate, public, internal
audit, consultant, tax, legal, international, governmental,
assurance services.
"The economy is creating great opportunities in all
areas for people in finance and accounting at every level
in every industry," Zion says. "It really doesn't matter if
you're in financial analysis, tax accounting, general
accounting, treasury. They're all experiencing dramatic
increases.'

. • �
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A Robert Half survey detected the hottest niches of
accountancy. Large organizations are looking for cost
accountants to look after the fixed and variable costs
associated with the high - volume, high -speed production
of the booming economy. The influx of new customers
that many companies are experiencing is increasing the
call for accountants adept at accounts payable and
accounts receivable.
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CPA firms are looking for staff
accountants with good interpersonal skills and one to three years of
experience who can handle basic
accounting requirements without
training. They also want people
who can go into corporations for
all sorts of nonauditing assignments, from Internet risk
assessment to fraud examination.
All areas of the job market are looking for experienced
accountants who can analyze complex financial information and provide strategic advice. This is the upper edge
of the profession, where many accountants, especially in
the corporate environment, end up evolving into positions that would be better defined as management. Their
background in accounting and financial analysis is widely
valued as an excellent foundation for upper management
leadership.
The survey also found that professional certifications
are either required or well respected. Certification in pub-

The HIGHTURNOVERRATEisn't an
indication of dissatisfaction with the job...
its a n i ndication of UPWARDMOBILITY.
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lic accounting is, of course, highly recommended, if not
required, by accounting firms. Corporations, too, like to
see the CPA designation, but they are often more
impressed by a master's degree in business administration
or a Certified Management Accountant (CMA) designation. Subspecialties often require certification as a payroll
professional, credit executive, or internal accountant.

THEYWON'TBETHEREIN2-4YEARS
Dr. Jimie Kusel, a professor of accounting at the University of Arkansas at Little Rock, is in the process of researching a survey to be titled The 2000 Job Market,an annual
publication issued by the Institute of Internal Auditors.
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- Direct hire
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His research touches on both public accounting and
internal auditing.
"In public accounting, they hire a lot of base auditors
at the lower level and know that they won't be there in
two to four years," Kusel notes. "The entry -level auditors come in for the experience and then go out for
other jobs. There's a similar trend in internal auditing.
By the fourth year, it is expected that half of internal
auditors will leave the position —not because they don't
like the job but because they move up to other levels of
management:'
That fact makes the internal audit (IA) turnover rate
look suspiciously high. Turnover in
2000 is expected to hit a rate of
11.8 %, though that's a slight drop
from previous years. Yet the relatively high rate isn't an indication
of dissatisfaction with the job.
Rather, it's an indication of
upward mobility. Forty-three percent of IA directors say they see
their departments as training
grounds for other areas of management, and the rate is higher in ;
large organizations.
Slightly more than half of
internal audit directors said they
would hire someone in 2000, and
almost a fifth said they plan to
expand their staff this year. The
numbers were pretty consistent
across all geographic regions and
in all types of companies.
r
Banking is also showing a lot of
job opportunities, not only for
CPAs and those specializing in
financial matters but corporate
accountants as well. During the
recent spate of mergers and acquisitions of financial institutions, the industry lost many experienced personnel to
industry. Today, as the banks reap the benefits of a booming economy and the efficiencies resulting from their
mergers, they're looking for people with financial backgrounds and experience in business development, sales,
and credit transactions —the very kinds of workers who
so abandoned banking and transferred to private industry just a few years ago.
CPA firms are having an especially tough time attracting talent. There's always been a trend for mid -level CPAs

to bail out of public accounting and head for the thrills
and higher pay of corporate accounting. That emigration
has been aggravated by a declining number of students
graduating in accounting. Moreover, those who major in
accounting now find many more options in the business
world than they did 10 years ago, and public accounting
isn't always at the top of their list.
"Ten years ago, people got accounting degrees because
they were more or less assured of getting a job, " says Lisa
K. Pals, Ernst & Young national director of recruiting.
"There weren't as many opportunities in marketing and
finance and management information systems as there

One of the most tempting opportunities
is t hat of ON-YOUR-OWNCONSULTANCY.The
options are as vast as the imagination.

48

STRATEGIC FINANCE

I June

2000

are today. So as the number of
students with accounting backgrounds goes down, our competition becomes more fierce. And
our competition broadens as
industry and banks look for this
limited number of candidates."
Like many large accounting
firms, Ernst & Young is looking
for not only auditors but
accountants who can staff the
new assurance services that
firms are offering. Candidates
with corporate and legal experience can find a niche in merger
and acquisition diligence. Those
who are strong in information
technology can find work in
information systems assurance.
Other sought -after specialties include risk analysis, Internet security, e- commerce design, valuation, strategic business analysis, and international accounting and taxation.

J4

OPTIONSASVASTASTHEIMAGINATION
It's at the midpoint in a given career that accountants can
combine their education and experience and see what
other avenues are open to them. One of the most tempting opportunities is that of on- your -own consultancy.
The options are as vast as the imagination, and the perks
are limited only by personal discipline. Success is deter-

Strategic
IMancialManagement
ThenextBigThing
formanagingthebigpicture
athesmalldetails
om the board room to the back office, your ability
to manage every aspect of your financial picture is
essential to the success of your operation. That's why
we developed Cartesis Carat —a single Strategic
Financial Management application able to handle your
most complex needs in corporate and divisional
planning, budgeting, financial consolidation, and
strategic reporting.

How effective is Cartesis? So effective that many of
the world's largest corporations have already chosen
us. To find out for yourself what they already know,
stop by our booth.
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a Digital Camera!
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mined by effort and expertise. The rapid response
demanded of corporations and CPA firms has increased
the demand for "instant employees" who, at premium pay
but no fringe benefits, can come in to install a solution or
assist in the temporary task of repositioning the organization for a global merger or e- commerce situation. Again,
predictably, it's the financial - technological consultant
who's going to get the most attention.
Almost as thrilling as a leap into consultancy is a leap
into a different but related business. Accountancy happens to be a great diving board into other professions.
Debra A. Alberti of Shelton, Conn., leaped from unsatisfying work in a big CPA firm to
unsatisfying work in a bank and
from there to unsatisfying work
in a major corporation and
finally into a great job at F1exiInternational Software, where she
tests financial and accounting
software. "[Software testing] is
so much more lucrative and
challenging and exciting," she
says. "I definitely recommend it
to any accountant. These companies are willing to train you.
They'll even teach you to program. If you like to do the same
thing every quarter and every
year, then stay in accounting. But
I like to always be doing something different."
Alberti said she doubled her salary in two years and
doubled it again within the next two years. Headhunters
call her every week, and not for accounting work. Ifit
weren't for the benefits at F1exiInternational, she'd go
freelance and earn even more.
Software testing isn't the only alternative, of course.
Management accountants and financial managers make
good fits into companies offering valuation services, risk
analysis, tax preparation, software customization, fraud
examination, e- commerce design, and many other
services.

com today, with sales, production costs, expense information, and financial data flowing over Internet and
intranet systems.
"The Internet has changed the dynamic of things," Jon
Zion says. "As it relates to a new sector of opportunity, it
carries some risk, and obviously people need to evaluate
that, but by and large every company is, internally to
itself, becoming a dotcom. The additional business and
employment opportunities are pretty substantial."
Rory Sakin sees a surge in jobs not only in companies
with a heavy electronic element but also high -tech companies where business is constantly changing and in constant need of the financially astute
to keep track of costs and related
financial data. A lot of these companies are in the Silicon Alley of
the Middle Atlantic states, he says,
but many are headed for warmer
climes just because it's easier to
attract professionals to a Santa Fe
or Atlanta than to a Rochester or
Newark. Consequently, the jobs
seem to be drifting toward the
major cities of the South.

There's a surge in
fobs in HIGH-TECH
companies where
business is changing
and in constant need
of the FINANCIALLY
ASTUTEto keep track
of costs and related
financial data

EVERYCOMPANYISASEMI-DOTCOM
Which corporate sectors are most eager to take on financial personnel? All of them. Much of the growth of the
job market is being generated by growth in e- commerce,
but that doesn't mean the growth is limited to the hot
new dotcoms. Just about every company is a semi -dot50
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WHAT'SAHEAD?

How does the job market of the
future look? About the only thing
that can be said is that the average
age of the workforce will be higher than it is today. Companies are going to have to
reassess how they hire and retain workers, and workers
will be looking for ways to go into long -term semiretirement. There will be changes in the concept of training.
The reins of technology may fall to the whippersnappers
who can handle the heat, but by 2010, the older and presumably wiser financial types will have seen a lot of
change in their lifetimes. The ability to handle change
will be a unique skill among those who learned accounting on hand - cranked adding machines, experienced the
sudden new power of the personal computer, laid the
pavement of the information highway, and have taken
accounting where no one ever dreamed it could go.
Where these people will find a job at the age of 72 is hard
to say, but in all likelihood, they'll be looking, and someone will be looking for them. ■
Glenn Cheney is a freelance writer and inveterate traveler
working out of Hanover, Conn.
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Technology

the digits
CFO

ASCOMPANIESSHIFTTOMOREELECTRONIC
PROCESSES,FINANCEANDACCOUNTING

PROFESSIONALSMUSTPOLISHTHEIRSKILLSETS
ANDADOPTNEWMIND-SETS.THEYSHOULDBE
DECISIONLEADERSATTHEFOREFRONTOF
INFORMATIONTECHNOLOGYSTRATEGY.

BY NOAH P. BARSKY, CMA, CPA, AND STEPHEN F. JABLONSKY, CPA

E -mail. Handhelds. Cell phones. The Internet. Are they part of
your everyday arsenal for the job, or are you resisting the impact
of the digital revolution? As financial professionals, you must get
wired. You have to lead your company in developing an Internet
strategy, especially for analyzing and disseminating financial information, or risk others doing it for you. And the latter isn't a good
idea for CFOs or those who want to be CFOs.
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That means you'll have to
develop some new skills and
mind -sets. You must become
partners with people from business
units. And you must thrust yourself
into leadership roles in which you help
achieve business objectives, not just
measure them.
L.
In the past, support units such as finance
used information technologies to maintain
functional control over business units and
ensure compliance with corporate policies and
procedures. But now, power and influence of corporate financial professionals stem from sharing
information, not restricting it. CFOs will have to lead
this cultural change.
As you know, computers are reducing or eliminating
traditional financial jobs of data processing and number
crunching. And much of the output — financial data —is
now being made public.
As information becomes easier to tap, line managers
are demanding the same type of "instant access" to information. Their reasoning is quite simple: If we can get
information about our customers, suppliers, and competitors with only a small time lag, we should be able to
get information about our own operations with little or
no time lag. Since they're the ones accountable for
achieving business results, they want to monitor performance on a continuous basis.
Moreover, many traditional accounting and financial
controls are now being built right into the business unit's
software. The line people are doing their own planning
and analysis using online financial models under the
supervision of senior management. So, accounting and
finance people are being pressured to give line managers
direct access to information about their business units.
In this enhanced information- sharing environment,
financial professionals have no choice but to become part
of mainstream decision making. If they don't assume
decision leadership roles for helping to increase revenue
growth, market share, margins, returns, and value, they
simply won't have any roles to play.
They must become partners with line managers in trying to achieve shared business objectives. Becoming partners isn't exactly the same as being a supplier of
value -added services to customers. But both roles require
open communication among members of the team.
As business partners and leaders, financial managers
are expected to ensure that other managers understand
54
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'how
the numbers relate to
their areas of responsibility and
how their actions affect the overall performance of the business.
Leadership and service to business

units or corporate headquarters have
become the new core values for the
financial group.

DIGITSFORDOLLARS
Financial professionals are exceptionally well
positioned to thrive in a world dominated by
instantaneous access to information through the
ternet. After all, accounting is the language of business; money is the common measure. No other profession has access to all aspects of business operations.
For instance, using information technology to integrate
business strategy and accountability through a management control system is a logical extension of accounting
and financial reporting. Also, because information technology enables people to access information "on
demand" for little or no cost, they can easily become
overloaded. And just because nonfinancial people have
access to data doesn't mean they understand it or know
how to use it. That's where a financial professional can
provide added value.
Credible Information. In addition, investors can access
a voluminous amount of financial information and use it
to update spreadsheets and models instantly and ubiquitously inside and outside the firm. This makes the role of
the financial manager even more critical because his or
her primary responsibility—to ensure the accuracy and
integrity of financial data — remains the same. Problems
of disseminating wrong information are simply compounded with more open information access.
Bilingual Skills. Today's communication technology
requires financial professionals to be bilingual. They must
be able to speak the technical language of accounting and
the more common language of business —one that everyone can understand. The more commonly understood
language must also have a place alongside technical
accounting within financial statements.

F

CREATINGADIGITALWORKPLACE
Financial managers as a group must also evolve into
information technology strategists.
This puts CFOs at major corporations in "double
jeopardy." They face the same technology challenges as
other senior executives within their firms, but they're also

asked (or mandated) —by CEOs and other executive
management —to develop a firm -wide information technology strategy.
Below the CFO rank, the question most financial managers confront is, "How fast can I take advantage of information technology so I don't fall behind operating
managers and other staff support groups ?"
We conduct executive education programs, and in
them it becomes clear that the biggest challenge these
financial professionals face is developing the necessary
skills to even understand how information technology is
creating a digital workplace.
Typically we ask participants to think about the contribution the finance group makes to the overall success of
the business. Then, to help them develop an information technology strategy, we recommend that financial professionals ask themselves these four fundamental questions:
1. How is information technology affecting the way the
financial function is organized and how financial information is produced and disseminated throughout our
company?
2. How are IT and the Internet being used to improve
communications within the finance function, with
other staff support functions, and among members
of the business teams?
3. How do I see financial professionals like
myself using information technology to contribute to the profitability and growth of
my company?
4. What type of information technology
knowledge and skills do I and other
members of my financial organization need to contribute to the future
success of our business?
When we work with managers facing the challenge of
digital technology, we talk
about the need for the
CFO and the finance
team to be aware of
three types of
issues: business,
functional, and
personal. Each
issue has a
slightly
different
focus,

but all three are interrelated. Business issues relate to
financial results and overall growth. Management functional responsibilities involve efficiency and effectiveness.
And personal competence raises issues of education and
experience.

APYRAMIDOFCOMPETENCIES
We address the interrelationship of these issues in a
"pyramid of skillsets and mind- sets" (see figure below).
This pyramid is a way to think about the kinds of skills
that financial professionals need to implement and execute information technology strategy.
If financial professionals are to become legitimate business partners, they need a solid foundation in the core
technical competencies of finance as a support function —such as ensuring accurate financial information.
Next, it's essential that financial professionals demonstrate their skills in improving the efficiency and effectiveness of their own functional area of responsibility.
Demonstrating departmental operating excellence garners them the credibility and respect needed to become
a partner with line management.
In a digital environment, everyone in the company is faced with the challenge of using technology
to improve the efficiency and effectiveness of
business operations. The financial organization
should ensure that all members of the management team have access to the financial
information they need on demand. While
operating managers use technology to
interface and transact with customers
and suppliers, finance must support
these activities.
Finally, for financial managers
to be perceived as contributing
to business results, they must
go beyond supporting line
managers to playing a role
in formulating and
implementing business
strategy. While many
managers would
like to demonstrate how they
add value to
the bottom
line, it's
important to
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snapshot of an electronic economy
Just what kind of impact has the new technology had on today's workplace? A U.S.
Department of Commerce report, The Digital Workforce: Building Infotech Skills at
the Speed of Innovation ( 1999, DOC Office of Technology Policy,
www.ta.doc.gov /otpolicy /default.htm), concludes, "Information technology is changing the way we live and work, and transforming
the economy at a fundamental level. "
,;
Consider the following findings from the report:
• Internet business -to- business commerce in the U.S. will climb to $1.3
trillion by 2003 from $48 billion in 1998.
• Consumer Internet sales will reach $108 billion in 2003 from $3.9 billion in 1998.
• Information technology's share of the U.S. economy nearly doubled between 1977 and 1998,
from 4.2% to 8.2 %.
• Information technologies contributed more than 33% of real U.S. economic growth between 1995
and 1997.
• The cost of computing, measured in millions of instructions per second (MIPS) fell from $230 in
1991 to $3.42 in 1997. That's a 98.5% decline! This year, MIPS will drop below $1. By 2010 they'll
cost about one -fifth of one cent.
• Traffic on the Internet is doubling every 100 days. In 1994, three million people used the Internet
By year -end 2000, 320 million people worldwide will use the Net. And by 2005 there will be 720
million people online.
These trends document what we already know intuitively: Major structural changes are occurring in
the economic, social, and organizational structure of the United States. Most everyone will be affected
by this revolution to some extent. And some people, such as finance and accounting professionals, will
be affected most.

proceed with great caution when talking about the top
level of the pyramid.
Change is extremely difficult in business organizations.
Before fixating on the pinnacle goal of achieving business
results, the finance teams must define their functional
contribution in terms of competencies and professional
responsibilities.

NEWDIGITALCFO
All businesses are—or will become — digital businesses.
Information, once digitized, can be disseminated, analyzed, and acted upon instantaneously. The possibilities
for business integration through digital technology are
unlimited.
This new world calls for you as financial professionals
to adapt and develop your skillsets and mind -sets to be
56
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compatible with digital technology. To fulfill your potential as legitimate business partners, you must develop and
articulate a strategy to integrate information technology
into your company's core functional responsibilities.
Then your company can benefit from the ultimate
potential and excitement of the Information Economy. ■
Noah P. Barsky, Ph.D., CMA, CPA, is a faculty member in
the Department of Accountancy of the College of Commerce
& Finance at Villanova University. You can reach him at
(610) 519 -6272 or at rloah.barsky@villanova.edu.
Stephen F. Jablonsky, Ph.D., CPA, is the senior member of
The Management Communications Group and professor at
Penn State University. You can reach him at (814) 2348144 or at iir @psu.edu.
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isk management is an
established profession
with a new calling
in today's corporate
structure. In the last 15
years, it has become a vital business
function making significant contributions to a company's bottom line.
As the risk and insurance manager
since 1992 for Phil Long, a chain of
auto dealerships in Colorado, I have
been a part of this industry evolution. Phil Long's 11 dealerships
located in the Colorado Springs and
Denver areas employ more than
1,350 workers. When I joined the
company in 1987,risk management
was about buying insurance and
controlling loss. It has since become
a proactive part of the company's
operations and profits.
In the fall of 1994,Phil Long
formed Westmerica Insurance Company. Westmerica is a pure captive —
meaning it only writes insurance for
its own member companies. As a
result, the risk management function
became much more comprehensive
as we started breaking down the traditional compartmentalization of
insurance and loss control.
This shift in the nature of risk
management presents an exciting
and welcome challenge to anyone
interested in risk management as a
profession. Modern risk management
is driven by a company's strategic
goals. As a result, it's very important
for the risk manager to understand
the nature of the business.
At Phil Long, I'm involved in setting policies and procedures that
directly affect the profitability of the
company. For example, I oversee
how deductibles are treated and
applied to the dealerships, personnel
issues, unemployment issues, safety
practices, and employee training—
all with a strategic business focus.
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THERISKMANAGER'STOOLBOX
Today's risk manager needs a broad
set of skills to be successful. The first
tool is a basic understanding of the
company's real business. In my case,
that business is automotive sales and
service. Our core is that Phil Long is
a service - oriented company, and
customer satisfaction is our top priority. As a result, our employees are
our greatest resource and need to be
trained and protected as such.
A modern risk manager is charged
with creating a work environment
that reduces risk by promoting and
rewarding safe practices among
employees. Well- developed people
skills and the ability to work directly
with employees help a risk manager
be more effective. A large part of
creating the right work environment
is training. Employees at Phil Long

receive extensive ongoing instruction
in safety and hazardous materials
handling.
It's my philosophy that employee
training is one of the best ways for
risk managers to minimize risk and
reduce loss.
I'm constantly searching for ways
to improve training. Recently, Phil
Long instituted a new Internet program that's available to 150 of our
technicians. The flexibility of Internet training helps them work at their
own pace but still complete the
mandatory material.
The ability to motivate people is
another important skill for today's
risk manager. At Phil Long, we've
created a climate of accountability
among our employees. For example,
thanks to some innovative programs
I've been involved with, morale has

INCENTIVESKEEPRISKLOW,PROFITSUP
Inc entives c an have a measurable impac t on a c ompany's bottom line.
Here are jus t a few of the incentive programs Sc ott Arnold instituted.
Workers' Compensation Div idend. Every employee in every department in the 11 dealers hips of Phil Long participates in this long -term
safety program that's des igned to hold down the s everity of workers '
comp claims . G oals are set f or eac h department, relevant to that department's risk potential. Each year, the company pays the diff erenc e between the goal and ac tual c laims c osts to the employees in eac h department. Some can earn $350 to $400 a year. Las t year, Phil Long paid out
$115,000 in dividends to its employees ; sinc e 1994, it has paid out approximately $800,000.
Safety Dollars. Rather than punish bad behavior, Sc ott Arnold prefers to
reward the right practices with his Safety Dollar program. W hen an employee is "c aught" doing s omething right, he or she receives Saf ety Dollars whic h can be us ed f or soft drinks or s nacks on site.
Safety Bingo. To keep s afety at the forefront for all employees, departments play Saf ety Bingo. Each department is issued a bingo card at the
beginning of each game. The department gets a number for each day that
pas ses without an injury in that department. A game usually lasts two to
three weeks, with each game's winning employee receiving a cash prize. If
an injury occ urs , the game s tops and a new game is started.

_

Scott Arnold
aL

improved, and the number of onthe -job injuries has decreased
because employees police themselves. Injuries are reported quickly
to facilitate treatment. And, while
recuperating, an employee keeps in
contact with the workplace through
an assigned "buddy" who helps make
the transition back to work smooth
and comfortable.
Through an intensive training
program and behavioral incentives,
we've nurtured a workforce that
sees safety as each individual's

responsibility and a benefit to every
employee.

HEADACHES,HEARTACHES,AND
HASSLES
While today's risk manager has to
take a proactive approach to his or
her responsibilities, there are aspects
of the job that will forever be reactive. The nature of risk management
involves unpredictable and changeable elements, and that's where
headaches can arise.
As a risk manager you work hard

to reduce risk and control loss, but
the worst can still happen. You have
to be prepared for those difficult
days when Mother Nature or human
nature may wreak havoc.
For example, an electrical fire at one
of our dealerships caused extensive
damage to the building. Fortunately,
no one was injured, and the facilities
were covered by insurance, but the
resulting hassle and loss due to the
interruption of business was considerable. A risk manager must be prepared
for these worst -case scenarios.
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Human nature can be a particularly frustrating issue. While most
companies do their best to hire talented, motivated, and honest people,
a bad apple can show up in the barrel. Preemployment screening can
catch potential drug problems, and a
motor vehicles record check can
reveal alcohol infractions. Any risk
manager worth their salt should take
advantage of the protection these
types of checks offer. Yet you never
really know when a workers' compensation claim is going to turn
nasty and end up in court.

THEFUTURELOOKSBRIGHT
Risk managers can easily allow themselves to focus on the more negative
aspects of the business — natural disasters, theft, crime — things that are

managers must be able to express
themselves confidently and clearly as
part of the management team.
Advancement and compensation are
usually based on the ability to make
a contribution to the bottom line.
And risk managers can't be shy when
it comes to telling others what they
do and can do!
Good training is also important.
As an undergraduate, a future risk
manager should take courses in
business and finance. Personally, I
have found that some background
in human resources is helpful as
well. Some colleges offer an undergraduate degree in risk management, but it isn't always required to
succeed in this field. There also are
certification programs (from the
Association of Risk Management or

RISKMANAGERCOMPENSATIONLINKED
TOPERFORMANCE
According to the 2000 RIMS Compensation and Benefits Survey, the
average annual salary of a U.S. senior risk manager is $110,000 —up
7% from $103,000 in 1998.
The survey also indicates that risk managers receive a more rounded
benefits and compensation package than in 1998. Today, a risk
manager's pay and benefits are increasingly tied to performance with
more and more companies offering risk managers stock options and
incentive plans.

difficult to prevent. But we're in a
much better position to focus on the
positive and see our role as vital,
exciting, and challenging.
I'm very optimistic about the
future of risk management. Today
it's an upper -level position with the
same value and credibility as a controller or CFO. No longer is the risk
manager just an insurance buyer.
If you think you might be interested in this career, you should possess some basic abilities. Risk
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Chartered Property and Casualty
Underwriters (CPCU), for example)
that can prepare you for a career in
risk management.
Once you're out of school, it's
smart to join the Risk and Insurance
Management Society (RIMS), a
national organization with state
chapters that offer certification and
ongoing professional development
programs.
Another important aspect of success is to seek out those who can

help you in your job. I've set up a
kind of board of directors composed
of top managers and other risk managers. I pick their brains, ask them a
lot of questions, and let them help
guide me. What's more, I owe a lot
to my insurance company, Universal
Underwriters Group. Its Special
Account Services department has
been flexible and accommodating in
our relationship and helped us
develop our captive, which in turn
has allowed Phil Long to save money. We have a solid business relationship with Universal that continues to
support the goals I have for myself
and the company.
Most important, today's risk manager needs to be an entrepreneur.
This is an exciting career for people
who see risk management as a
potential profit center for their companies. If you focus only on claims,
accidents, and the foolish things that
happen every day, your importance
to the organization will never be fully realized. But if you're involved in
creative risk financing and focus
your attention on motivating people,
improving procedures, and creating
a safe, healthy work environment,
you'll find that you can be a vital,
important, and very appreciated part
of your company's success. ■
Scott Arnold is the risk and insurance
manager and president of Westmerica,
a pure captive insurance subsidiary of
the Phil Long family of automotive
dealerships based in Denver and Colorado Springs, Colo. Scott and his
team oversee insurance and risk management for the 11 dealerships with
more than 1,350 employees. Scott is a
member of RIMS and is president of
the Special Account Services Advisory
Council for Universal Underwriters
Group. You can reach him at
sarnold hillong.com

READ STRATEGIC FINANCE
AND EARN 24 HOURS
OF CPE CREDITS!
From the comfort of your easy chair, on a business trip, your lunch hour or any place you
choose ... you can earn up to 24 hours of CPE
Credit just by reading selected articles in
Strategic Finance Magazine. These articles will
cover the most up -to -date information available
on a broad range of subjects. Then, at any
location you desire, just complete the quarterly,
50 multiple choice question quiz and return it
to the IMA for grading. Each quarter you will
receive a Certificate of Completion stating that
you have earned six recommended CPE
Credits in specified fields of study. You can
earn 24 hours of CPE Credit annually for only
$129.00 or 6 hours of CPE Credit, on a quarterly basis, for only $35.00. So take it easy and
earn your CPE Credits, conveniently ... anywhere!

NOW YOU CAN TAKE
THE TEST ONLINE!
For Information Call
1- 800 - 638 -4427, ext. 297
To Order Call 1- 800 - 638 -4427, ext. 278
or Fax the CPE Self -Study Quiz Order
Form (below) to (201) 573 -0559
C M
I
� -� � �

.4

. . y am

th

'•�-t,.

.�

R{Z.Y �

.

I

I M

A

TM

�

. - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - � - � - � - � - � - •

CPE Self -Study Quiz Order Form

Ship to (Please Print): Allow two weeks for delivery.

J Annual Subscription (Includes all four quarters) - $129.00
Quarter(s): J March J J u n e 'J Sept. J Dec. - $35.00 each
Total: $

Name
IMA Member No
Title
Company
Address

Check/Money Order in U.S. funds payable to:
Institute of Management Accountants
J American Express

J Discover

Card Number
Signature

C R CMA CPE

J MasterCard

J VISA
Exp. Date

'

City
/

Phone (_

State /Province
)

zip

_. Fax

E -Mail

Mail to: IMA, CPE Self -Study Quiz, 10 Paragon Drive, Montvale, NJ 07645

IMA is registered with the National Association of State Boards of Accountancy as a sponsor of continuing professional education on the National Registry of CPE Sponsors. State boards of
accountancy have final authority on the acceptance of individual courses. Complaints regarding registered sponsors may be addressed to NASBA, 150 Fourth Ave.. North, Nashville, Tennessee
37219 -2417, 615 -880 -4200. IMA is registered with the North Carolina State Board of CPA Examiners as a sponsor of continuing professional education. Complaints or comments regarding registered sponsors may be addressed to the North Carolina State Board of CPA Examiners, P.O. Box 12877, Raleigh, NC 27605 -2827, IMA Sponsor Numbers: Arizona 275; Delaware CS93; Florida 1229; Illinois 158 - 000574; Indiana CE92000121: Maryland 265; New Jersey 313: New York B96 -23; North Carolina 82 -0158; Pennsylvania PX- 437 -L; Texas 28; Washington 00319; West Virginia 93090; and NASBA 103004. IMA is a qualified sponsor of CPE individuals enrolled to practice before the IRS (enrolled agents).

r
'
i
r
r

i

0

a
I r

% I

a

�

AN 0

/1O ■I
r u r a l

a n
i f

Ul
a

V

Y

ve your company monn

an ,find some of
your best new hires by
using the Web.

INTERNET
REiC
.
BY

MILTON

ZALL

Progressive employers recognize the importance of recruiting and retaining top talent.
In today's competitive employment environment, companies are looking to hire high quality people quickly and cost effectively. This isn't an easy assignment. Talented people are limited, in high demand, and very much aware of their employment value.
Whether your company is a start -up or an industry powerhouse, filling key positions
and staffing critical projects requires extraordinary speed and efficiency in pursuit of the
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best and brightest candidate(s). As with so many other business functions, companies
are turning more and more to the Internet for that competitive edge.
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"Everybody's trying to get to the person with
the most talent the fastest." Thanks to the
Internet, the number of steps in the hiring
process has been cut almost in half.
Online recruiting methods have become extremely
popular with both employers and job seekers. When used
properly, the Internet helps you hire top talent, reduces
your time -to -hire, and lowers your recruiting costs. The
ease of applying to several Web recruiters means that if a
company doesn't quickly spot and woo attractive applicants, they tend to disappear very quickly.
According to Karen Osofsky, a principal with Triburon
Group, Inc., a recruiting consulting firm, implementing a
strong Internet recruiting plan calls for the same analysis
and research as a basic marketing plan. Osofsky says the
best recruiters have a complete understanding of the
answers to the following questions:
• What are your product's attributes?
• What is your "unique selling proposition "?
• Who is your ideal candidate?
• Does your unique selling proposition attract that type
of individual?
• How are you going to communicate the attributes of
your product?
• Who is your competition?
• What is their unique selling proposition?
• How do they attract their "consumers "?
• How do you retain your customers once they have
selected your product (become your employees)?

10BSEEKERS
People who use the Internet as a job - hunting tool tend to
be more educated and computer literate than nonusers.
They find it less time consuming to use than traditional
job- hunting avenues, and they say it presents them with
more information about a company and specific career
opportunities. With such information in hand, they can
then decide if they want to contact your company to be
considered for a position. This reduces the number of
unqualified applicants that have to be processed by your
HR staff.
The Net is also an excellent way to reach comfortably
employed individuals who are curious about opportunities elsewhere but who aren't actively seeking employ68
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ment. Passive job seekers are seldom r6sum6-ready. An
employer that finds a way to communicate with them will
reap a bountiful harvest. Often, some very promising
candidates are discovered this way.

ADVANTAGES
Speed

Online hiring is enabling employers to save both time
and money in their quest for the best and the brightest.
"Everybody's trying to get to the person with the most
talent the fastest," says Mark Mehler, president of
Careerxroads.com, an Internet -based site that helps
employers make effective use of the Internet to recruit the
personnel they require. "The number one reason today
people don't get their candidate of choice," Mehler adds,
"is because they're too slow." Thanks to the Internet, the
number of steps in the typical hiring process has been cut
almost in half, according to Mehler. Because the Internet
is available 24 hours a day, seven days a week, it's possible
to advertise a position online almost instantaneously.
This alone can save you as much as five days off the time
it takes to fill a job.
Response time from candidates can also be reduced.
Some companies report that after posting an opening in
the morning they're receiving r6sum6s later that same
afternoon. "The benefits of Internet recruiting are obvious," says Yves Lermusiaux, vice president, strategy and
content, of recruitsoft.com. First among them is speed. "It
[the Internet] has an instantaneous function," Lermusiaux notes. "It allows us to see a higher volume of
r6sum6s." Some companies' websites get as many as
50,000 "hits" a week, bringing in 7,000 rEsum6s, a volume
that would be far too cumbersome to deal with through
traditional means. It really makes you a 24 -hour, seven days -a -week recruiter. With the Internet, the front -end
task of identifying the top candidates goes from days to
minutes.
Br o a d Ac c e s s

Whether your need is for a short -term consultant to help

your company plan a major relocation or a permanent
replacement for a retiring Human Resource director, the
Internet gives you the ability to reach a limitless pool of
talent in an efficient manner.

applicants don't have to have a r6sum6 ready (although if
they do, so much the better) because they can apply very
quickly through an automated question -based system.
This is particularly effective for attracting and capturing
passive job seekers who don't have a r6sum6 but who are
willing to spend some time at a terminal answering
questions about themselves. Third, you have the ability
to handle any number of applicants, even those who
aren't r6sum6- ready, and rank them automatically at the
same time.

L o we r C o st s
When you compare the direct costs of traditional recruiting methods (newspaper advertisements, career fairs, and
open houses), the cost to advertise your openings on the
Internet is significantly lower. Many job - posting sites
charge $100 or less for a single job posting. According to
The Industry Standard, a company with a top -notch
USINGYOURCORPORATEWEBSITEFOR
recruiting site can save as much as $6,000 in labor costs
RECRUITMENT
for each position filled.
Now let's look at how your corporate website can give
A major HR trade association recently conducted a
you more recruiting power.
survey to gauge the advertising costs of traditional
recruiting methods versus Internet recruiting. It found
J o b A d v e r t i si n g
that traditional advertising cost - per -hire was approxiWhen you include a "refer this job to a friend" function
mately $3,295, while Internet advertising cost - per -hire
with each position your company posts on its website,
was about $377. And the Internet can streamyou increase your ability to attract
line your hiring process. When you
qualified individuals to your orgastreamline your hiring process,
nization. This adds tremendous
you strengthen the function
value to your recruiting
itself, bringing greater value to
application.
the organization through
SM�1•
increased service as well as
A p p l i c a t i o n P r o c e ss
through the reduction of
L♦
_
When a job seeker submits
w
,
M E N
hiring costs and time
his /her r6sum6 electronically,
If W ■ 1 0
frames.
the volume of paper
—
r W n AV
Another benefit of
r6sum6s your HR staff
' ■
Internet recruiting is the
must process diminishes,
r
dramatic reduction in the
which means you can
�
.
number of half- serious applicants
manage the whole applithat draw valuable time and effort
cation process better.
from finding the right person for the job.
And job candidates can
That is an expensive, painful process, whereas
apply online with or without a
the Web is an inexpensive, pain -free process.
r6sum6. Companies provide this option because
they know that not all individuals have an updated

Sel f - Serv i ce

r6sum6, especially top - talented individuals.

You can really profit from the self - service aspect of the
Internet. Job applicants can do the work that would oth-

P r e sc r e e n i n g

erwise have to be performed by your HR staff, and your

Another way you can streamline your hiring process is by

HR staff can concentrate on the selection process.

prescreening applicants online. An applicant fills out an

Here are some of the many benefits of using the self selection process to recruit. First, you need only spend

online prescreening form that consists of several key
questions. The form captures the candidate's answers to

your time on those applicants who appear to be most

your questions and scores the results immediately. You

qualified. As a recruiter, you can dramatically reduce the

can apply the same technique to individuals who advance

time you spend on prescreening and searching resum6s

in your hiring process based on their r6sum6. Since some-

and relinquish this task to the computer. Second, job

times it's difficult to decide if an applicant meets your
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By providing information /content to answer,
"Why should I consider your organization ? ",
your site will be in a stronger position to
develop a relationship with top talent.
basic requirements (based solely on
his /her r6um6), it's wise to use an
online screening form.
M ai nt ai ning Appli cant
Inform at ion

When you enable individuals to update their
r6sum6s online, you reduce the time and effort required to
maintain the integrity of your database. Maintaining the
integrity of any database is a challenge, but unless your
database is accurate, no one can rely on your search results.
The Career Secti on

An effective career section on your website ensures that
your organization is properly presented and positioned to
attract top talent. Of all recruiting media available today,
this one offers the best way to build relationships with
top - talented candidates early in the hiring process. How
can you do this? By addressing five elements: speed,
design, navigation, content, and functionality. An effective
career section should be easy to navigate and be informative, fun to use, and interactive. And it should be easy for
candidates to apply online with or without a resum6.
Make sure you use the word "career," not "job" or
"employment," because your company should be seeking
talented candidates who are looking for a career,not ajob.
Within the section, pay close attention to the content.
Offer content that addresses the interests and concerns of
the most talented candidates you're seeking. By providing
information /content to answer the top - talented candidate's question, "Why should I consider your organization?", your site will be in a stronger position to develop a
relationship with top talent. Potential employees want to
know about your organization, its staff, history, milestones, products and services, career paths, training, benefits, and opportunities. With so many job openings
available today and so many user - friendly sites around,
top - talented candidates investigating new opportunities
have a low tolerance for websites that require them to dig
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for the information they're seeking.
Yes, it is a buyer's market, and you must
.eal with that reality. Navigation schemes that
ovide obvious ways to identify the informan job seekers are looking for contribute to a
ping site. An easy -to -find career section icon
on the home page of the corporate site is a good
first step. In addition, make sure that your site is optimized
to perform quickly and under various conditions.

WHATIFYOUDON'THAVEACORPORATEWEBSITE?
If your company doesn't have a corporate website, all isn't
lost. Although a corporate site can optimize your recruiting efforts, it's possible to proceed without one (while it's
under construction) because of the growing number of
job - posting sites. For example, CareerPath.com is a leading career management site for job seekers and employers. CareerPath.com enables applicants to conduct job
searches and to create r6sum6s that employers can view
online. Other popular job - posting sites are
Fincareer.com, FinanceWise, Monster.com, CareerMosaic,
JOBTRAK, and America's Job Bank. The last, America's
Job Bank, was established by the U.S. Department of
Labor and can be reached at www.ajb.dni.us.

WHATABOUTNEWSPAPERADS?
The newspaper, though still useful, is no longer the medium of choice for recruiting, Yves Lermusiaux says. "It's no
longer cost - effective' The reason? Thanks to intelligent
automated search agents and online applications, no
resource except the Internet can give recruiters the extensive ability to filter or prescreen potential applicants and
ensure that each contact made will be worthwhile.
Although many businesses have a corporate website, most
lack the technical know -how to fully harness the capabilities of the Internet. In response to this reality, a number
of Internet -based recruiting companies have appeared —
as if out of nowhere —to help businesses use the Internet
for their recruiting efforts.

8

11114091
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A firm such as recruitsoft.com or Careerxroads.com
will help you post your open positions on the e- recruiting section of your corporate website. Then recruit
soft.com or Careerxroads.com will disseminate your job
posting to various Internet sites where job applicants post
their availability and job interests. By judiciously using
job - posting boards such as JobOptions, JOBTRAK, or
BridgePath, you can benefit by increasing the traffic to
your site.
Applicants are screened automatically, and those who
appear qualified are notified of your job vacancy via email. A link is provided on the e-mail that automatically
brings the candidate back to your position posting where
he /she can answer prescreening questions. You can search
on keywords and criteria choices (expertise, education,
job type, locale, country, job level, % travel, start date,
compensation) that have been entered by the candidate in
his /her profile. All of the responses regarding your position can be retained so that those seekers who don't make
the "best qualified" group can be contacted later for some
other position that may become available. As applications
are received and screened electronically, summary information on each applicant, including an overall candidate

The role of financial professionals is expanding...
organizations are setting higher expectations for
professionals who manage their cash.

score, is sent straight to the desktop of your recruiting
manager as well as any additional hiring managers you
choose. Even professional search firms, which place a premium on face -to -face evaluations, recognize the Internet's potential to shave time and dollars off the job of
bringing the right person on board.
At the moment, Internet recruiting remains a supplement to traditional recruiting methods. Although many
people who don't own computers can access the Internet
at public libraries and other public sites, you should be
cautious about relying on the Internet as the exclusive
means of advertising jobs. Not only will you lose the
opportunity to review applications from qualified people
who don't have Web access, but there's the possibility that
(if you believe the Digital Divide) such restricted advertising could have a discriminatory impact on minorities
or those over age 40. ■
Milton Zall is a freelance writer based in Silver Spring, Md.,
who specializes in taxes, investments, and business issues.
He is a certified internal auditor and a registered investment advisor. You can reach Milt at (301) 649 -6044 or
miltzall@starpower. net.

nancial professionals have earned
the CCM. NEW. The CCM exam is now computer based and is offered several times a year.

The CCM credential is widely regarded by finance
and treasury professionals as one of the leading
credentials in the field. It demonstrates mastery
in cash management as well as a high level of
commitment to the profession.

and
knowledge
they need
For more
information,
visit to effectively Z
manage your organization's cash.

Earn The CCM and Increase Your
Com pe titive Edg e!

or call 301.907.2862.

Make sure you and your staff have the tools

www.AFPonline.org, e-mail
certification @AFPonline.org
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Internet job hunting has gone mainstream. Job seekers are increasingly using the Net to
learn about job openings, research pay scales and job availability, send resumes, apply to
companies, and communicate with recruiters. Exec -U -Net, the leading Internet -based
center for executive career management, recently released its Executive Talent Demand
w

Index (ETDI) for the first quarter of 2000. The ETDI is a nationally recognized benchJ
_J

3
Z

mark of overall demand for executives and senior -level managers. The index increased

0

39% during the first quarter of 2000 versus the first quarter of 1999. Similar increases
J

have been registered for other categories of job hunters.
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The Internet can be used to accomplish five
esearch,
em
resu
earching,
tacts.
career coull
But the Internet hasn't eliminated any of the job- search
basics — research, networking, learning about specific job
openings, and distributing r6sum6s. It's simply an additional way to pursue traditional job- search techniques. A
successful job search requires the effective use of a variety
of skills, tools, and strategies. No one factor brings success; it's the combination of many individual efforts.

WHYTHEINTERNET?
Convenience, speed, accessibility, and a tight labor market
are reasons why Internet job hunting has taken off.
"Companies are using the Internet for recruiting because
of cost and time," says Richard Nelson Bolles, author of
What Color Is Your Parachute?"The cost of recruiting on
the Net is much lower than traditional methods. Also,
jobs can be posted instantly, and candidates can respond
faster."
The Internet can be used to accomplish five employment- related functions: research, r6sume distribution/
posting, job searching, career counseling, and making
contacts.

INTERNETRESEARCH
According to Dave Opton, executive director of Exec -UNet, many job seekers use the Internet for research. As
with any endeavor, online researching requires a new set
of skills. These skills have more to do with logical thinking and familiarity with your subject than with computer
savvy.
Bolles notes that there are some basic realities that the
Internet researcher must recognize. "Although the Internet is an excellent research tool, not everything can be
found on the Internet." Bolles offers this example: "If you
are researching large organizations, there's probably
ample information on the Net. But if you are researching
a small company, say one with 10 employees, there may
be nothing on the Web. If you're lucky, you may find the
company's address and telephone number." Nonetheless,
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he recommends that you try the Internet first— because
it's fast and efficient.
The best way to conduct research is to use a search
engine, which is an automated system that literally
searches for information based on input provided by you.
The way search engines work is to take your query, which
is usually expressed by use of a keyword or search term,
and hunt the Internet for matches. For example, if you're
looking for information on management consulting
firms, you might place the word "management consulting" into your query. A good search engine will turn up
many sites that match your keyword /search term. Your
task is to sort through the results or "hits" to find the
ones that are most relevant to you. When I entered the
term, "management consulting" into a search engine, the
first three responses were:
www.cob.ohio- state .edu / –fin /jobs /mco /mco.htmi. This
site is an educational site within Ohio State University.
consulting.about.com/business/consultingimbody.ht
This site is a multipurpose site maintained by About.com,
an Internet information resource.
www.einet. net /galaxy /Business- and - Commerce /GeneralProducts - and - Services /Management - Consulting. html.
This site has links to many management consulting
organizations.
As you can see, none of these sites would be appropriate for you as a job seeker attempting to find management consulting firms, although the last one might
contain links to what you're looking for. In this example,
you could either comb through the results (there were
hundreds for this search) seeking a site that meets your
requirements, or you could simply refine your search and
use the search term, "management consulting firms." That
should result in a more focused search.
Two excellent search engines are MetaCrawler
(www.metacrawler.com) and ALL -IN -ONE
(www. allonesearch.com).

Where Do I Look?
There are many Internet sites that contain employer job postings. All you have to do is search the "job bank" for vacancies
that interest you. You can browse through an entire job bank or
search by entering a search term, like accountant. Better yet,
many sites will send you an e -mail when they receive notice of a
vacancy that meets your criteria.
PLACES WHERE YOU CAN SEARCH FOR A JOB:
America's Talent Bank—atb.mesc.state.mi.us
CareerPath .com—www.careerpath.com
Career Magazine— www.careermag,com
JobBank USA—www.lobbankusa.com/newsl.htmI

4

National Ad Search—www.nationaladsearch.com
PLACES WHERE YOU CAN POST YOUR RESUME OR HAVE YOUR RESUME DISTRIBUTED FOR YOU:
H e ad h u me r. n et —www. headhume r. net
The World Wide Web Employment Office—www.emplovmentoffice.net
The Riley Guide—www .dbm.com/iobguide /resumes.htmi
JobBank USA's List of Resume Usenet Newsgroups—
Bridge Pat h. c o m —www. bri dgepat h. com
R esu meB I aster. com —www. resumeblaster.com
JobO pt ions—w)nyJobopt ions. com

POSTINGRESUMES
Put your resume in front of tens of thousands of local,
regional, national, and international employers, all at the
click of a button. Sounds appealing, and the Internet
makes it possible. There are two basic approaches you can
take. You can post your resume in a database where it can
be viewed by the general public (such as Headhunter.net
or Career Magazine) or by any employer paying a fee for
access (such as CareerMosaic, CareerWeb). This will place
your resume "in circulation," but you can't be sure that
the right people will see it.
Job seekers know that, in order to succeed, they must
circulate their resumes among employers and recruiters
for their industry. But distributing a resume in a quantity
large enough to have an impact can be time consuming
and expensive. So your second approach should be to use
an Internet service company that will distribute your
resume wherever you want it to go.
Either approach lets you avoid making hundreds of
photocopies and spending a lot of money on stamps.
Resume distribution companies transmit your document

electronically to employers, recruiters, and online resume
databases. No more addressing envelopes, and you get
your resume into circulation for much less than you'd
spend on regular mail.

NOWRESUMEDISTRIBUTIONSERVICESWORK
At least a dozen resume distribution companies operate
on the Internet. You can e-mail, fax, or mail your document to them. The distribution company then formats
your document so it travels well in cyberspace and emails your resume to registered recipient mailboxes. This
process usually takes one or two days. Depending on the
scope of the service, your document will be sent to up to
2,500 recipients, including corporate and third -party
recruiters, staffing firms, employment agencies, and the
online resume databases of commercial recruitment web sites. While you could reach many of these organizations
on your own, a resume distribution company saves time
and effort. You don't have to research e-mail addresses or
worry whether your document meets various resume
submission criteria. The fees for resume distribution
June 2 0 0 0 1 STRATEGIC FINANCE
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Conducting
job search
dust
like you
conducting oneaoffline:
the adva ta ge
is that
have a

range from less than $50 to approximately
$150, much less than the cost of postage to
mail 1,000 r6sum6s the old- fashioned way.

DORESUMETRANSMISSION
SITES/SERVICESWORK?
"It is definitely worth sending your r6um6
out," says "bobby" in a posting on the
careermag.com bulletin board. "If they
(employers) are not responding it may be because they
have too many r6sum6s and can only respond if it is a
perfect match.'
Isabella posted this message on the same bulletin
board: "I can tell you I have had amazing successes going
through the Internet. I have gotten a lot of interviews,
and I am finally in a position I love.
Elyse Greenwald has this to say to job seekers: "As a
national certified career counselor for the past 20 years
who has conducted hundreds of job seeking skills workshops, I'm finding that conducting a job search online is
just like conducting one offline; the advantage is that you

in which to network.

11

PITFALLS

There are real dangers in distributing a r6sum6 online. When you post
a r6sum6 on the Internet, there's no
confidentiality and no going back.
Once your r6sum6 is in a public
rdsum6 database on a recruitment
website, it's available to anyone who
has access to the Internet. This may
be less troubling to active job hunters, but it's obviously a
problem for those still employed and just "window shopping" or testing their marketability. Nevertheless, there
are two instances where you can and should use the
Internet for r6sum6 distribution. The first is to respond
directly to an employer (not a search firm) with an opening who has asked for credentials to be submitted online.
The second is when networking by e-mail and enclosing a
copy of your r6sum6 in the body of your message. In
both cases, you're sending your r sumd in a private communication, and it isn't likely to be posted publicly
online.

I

have a larger universe in which to network. Find the
companies, organizations, institutions you want to work

THE BOTTOMLINE

for, and send an online cover letter to a specific person; a

With so many choices, how do you decide where to invest
your time and energy to use the Internet as a job search
tool? Dave Opton offers this advice: "Make a list of target
companies where you would want to work. Visit their
websites to view job postings. Make a list of professional
organizations, societies, and trade publications. Then
check their websites for job listings. Seek out a website
whose content and communication capabilities match
your interests and needs.' Got it? Happy job hunting! ■

company would rather you find them than have to pay a
recruiter to find you; plus, they will probably offer you
more since they won't have to pay a retainer to the
recruiter; check out myjobsearch.com, the super -link to
all the career /job websites; click on "articles" and read
some of the pieces on conducting an online job search;
they are wonderful; the secret is standing out from all
the other job seekers; get to the employer before anyone
else does!"
Most Internet r6sum6 distribution services will accept
paper r6sum6s sent via fax or mail and electronic r6sum6s
sent via e-mail. In addition, if you're online but don't
have a r6sum6, some services offer a fill -in- the - blanks
form that will create your document.
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Milton Zall, CIA, is a freelance writer based in Silver
Spring, Md., who specializes in taxes, investments, and
business issues. He also is a Registered Investment Advisor.
You can reach Milt at (301) 649 -6044 or
miltzall @starpower. net.
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re your career
aspirations
geared more
toward
survival than
success? Is your authentic self being
suppressed by what you do? Are you
searching for additional avenues for
professional growth and personal
achievement?
If you answered "yes" to any of
these questions, you aren't alone.
Work is an important source of self esteem, identity, and self- actualization. Unfortunately, for more and
more of us it has become a source of
frustration, confusion, and boredom
and has resulted in feelings of anger,
burnout, and inadequacy. A recent
Gallup survey of U.S. employed adults
revealed that almost half the people
asked would choose a different line of
work if they had the chance.
What causes job dissatisfaction?
For starters, many people
are focused on job security.
Cliff Hakim, career and
work consultant and
author of the landmark
book We Are All Self
Employed,
explains,
most
people,
it is not"For
•
merely enough to survive. Surviving
can turn us into androids: robotic,
unfulfilled, angry human beings who
make mechanistic, routine changes
simply to adapt to environmental
conditions.' Realistically, then, just
surviving doesn't make us happy. In
fact, it can make us pretty miserable.
Unfortunately, many of us don't
know the difference.
For those who are success oriented, barriers to satisfaction abound.
These obstacles include inadequate
reward systems, short -term mentality, inability to work smart, insufficient resources, unrelenting
82

STRATEGIC FINANCE

I June

2000

bureaucracy/politics, and lack of
coaching or concern by key people.
And we can create our own roadblocks to satisfaction. Arlene Hirsch,
career counselor, psychotherapist,
and author of Love Your Work and
Success Will Follow, says, "Most of us
have a tremendous propensity to listen too much to what other people
think we should do instead of doing
what we want. By fulfilling this outside demand, we become reactive
instead of proactive and lose our
center of initiative."
For me, career is one of the most
important forms of self - expression.
Through it, I strive to contribute to
others and feel great about myself. In
May 1999, after several years of
building bridges, I made a career
change by becoming a Finance
Training & Development Specialist
in the Finance Transformation
department of Hoffinann -La Roche
Inc. The major responsibility of this

position is designing and delivering
soft skills training to members of
Roche's finance area and coordinating finance training for nonfinancial
people throughout the company.
Additional duties include establishing competencies for finance positions; following up on career
development; and coaching, which is
helping employees enhance their
presentation skills, time management competencies, and the like.

NOTANEASYROAD
But my career hasn't always been
this rewarding. As recently as the

early 1990s, I felt little fulfillment in
my work so initiated efforts to
enhance my job satisfaction. Let me
explain.
I had been working at Roche since
the fall of 1976, my senior year in
high school. As a participant in the
school's work -study program, I
spent my mornings in classes and
the afternoons helping out in
Roche's Credit department. When I
graduated in June, the company
offered me a full-time job. I took it.
For me, coming from a poor Italian
family, attending college during the
day wasn't an option. With Roche's
tuition reimbursement program, I
could go to school at night and earn
a degree. So one Friday I graduated
from high school and on Monday
started work in the Accounts
Receivable department.
That fall I enrolled at Seton Hall
University. Eight years later —May
1985 —I had earned a degree in
accounting. All the while, I
held various jobs in the
Finance and Information
Technology division but
never with a career in mind.
I figured I would work at
Roche forever, doing whatever came my way. Just to
make sure I was remaining valuable,
I obtained my CPA designation in
1986 and then my CMA in 1987.
Understanding the importance of
management skills, in the spring of
'87 I enrolled in the Rutgers Graduate School of Management, going for
an MBA. While many other students
rushed through the program, I
attended one class a trimester in
order to devote sufficient time to
each subject. More important, I
searched for courses that would provide me with a greater understanding about Roche or my career.
It was during this time period that

Steps You Can Take to
Your Career
There are many diverse avenues you can explore to
enhance your career. They include:
Make a Lateral Move. Taking a lateral step will
move you along the career lattice. This is an effective
way to contribute in a different way and to gain new
competencies.
Work with a Mentor. Mentors are an important part
of a successful career because they provide valuable
knowledge and perspective from their experience.
Join a P rofessional Association. Professional associations like the IMA and Toastmasters are a terrific way to meet new people, cultivate leadership ability, acquire knowledge, discover networking opportunities, and find out what's happening in other
organizations.
Attend Courses. Obtaining an MBA was a critical tactic in my career transformation. But it's important to
note that learning doesn't have to be degree oriented.
Adult education classes, certificate programs, workshops, and seminars are attractive alternatives to attending an accredited college or advanced - degree program. The important concept is that you keep learning.
Solicit Feedback. Customers, colleagues, and management can give you valuable input regarding your
strengths and development opportunities. Reach out
periodically to these groups for their perspective.
Participate on a Task Force. By joining a task
force, you lend assistance with an initiative that's important to the organization. Simultaneously, you meet
new people and expand your knowledge.
Volunteer in the Community. Getting involved in
the community is a wonderful way to acquire new
skills and meet new people. Helping people is very
rewarding and keeps your problems in perspective.
Balance Your Life. An important aspect of career
satisfaction is healthy balance. This includes career,

family, social, and spiritual activities. I make it a point
to take advantage of the many recreational opportunities offered by Roche and others.
Form an Article Network. One way to help keep
abreast of current business events is to form an article network. Ideally, this network should have representatives from the various core processes and support functions in your organization. When one network
member comes across an enlightening article,
he /she can share it with the other members. The
more cross - functional the nature of the network's
members, the more diverse and valuable the articles.
Ask for Help. Chances are there may be a specific
competency that you want to improve, but you aren't
sure how to proceed. By asking for help, you'll discover the various learning tools that are available.
Teach a Class. A popular avenue for growth is
teaching. Why? Because teaching is a tremendous
learning experience.
Sha dow a Colle agu e. Spending a day with a colleague from another department will help you determine your interest level in working in that group.
Lead a Workshop. You would be amazed at how
many organizations are looking for speakers. A workshop is an effective forum for sharing your knowledge
base and practicing your public speaking skills. It also opens up wonderful networking opportunities.
Write an Article. Writing is a powerful reflection of
who we are. I've found it a wonderful and relaxing way
to express myself. I've written articles on strategic alliances, professional satisfaction, and two -way communication. And I've gained tremendous insights from
the writing experience and from the feedback offered
by my internal and external associates.
These are just a few ideas to get you started. But
don't delay. If you feel your career is starting to
slump, give one or two of these ideas a try.
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I began to feel unfulfilled. In 1992, I
started experiencing a low point in
my life that spilled over into both
work and personal issues, but especially work. I stopped having feelings
of accomplishment and achievement. I became frustrated and
demotivated.

I knew I had to take some action.
A class assignment in 1993 proved
instrumental. I had to compile a
journal of work experiences in
which I was required to analyze my
relationship with Roche —what was
beneficial, what wasn't, which tasks I
liked, which ones I didn't, and why I

That's Entertrainment'
One of the most challenging aspects of training people about finance is
maintaining a high level of energy and interest. To meet this challenge,
Greg uses a style he calls "entertrainment."
1 try to keep the atmosphere light and lively. I experiment with techniques ranging from games, role plays, props, and cartoons. Music is also very effective. I'll never forget the first time we used music in a finance class for research and development managers. The technocrats
saw us in a completely different light. You can imagine how much they
liked the class."
Greg makes it a point to do process checks periodically throughout a
training session. "If the participants aren't having fun, then I'm doing
something wrong."
But Greg doesn't joke about communication. A staunch advocate of
two -way communication, Greg recently published an essay on this subject
in a Roche publication that triggered much interest and emotion. Said
Marty Hirsch, director of Corporate Communications at Roche, "Greg's
essay put the spotlight on some key issues that were on a lot of people's
minds. Like what we really mean by 'two -way' communication and what
we need to do as an organization if we're serious about promoting it."
Another area Greg's serious about is coaching. He needed that skill for
his career change because coaching is an important responsibility in his
new role. (See the main article for more about his coaching experiences.)
Having experienced the trials and tribulations of the corporate world for
more than 20 years, Greg can empathize with the feelings of his
coachees. Going through his own career change has enabled Greg to recognize the early warning signs of someone who wants to enhance
his /her satisfaction or make a significant change. These signs include
less cooperation, reluctance to participate in new projects, reduced
enthusiasm, little tolerance, a "whatever" attitude, and walking around
like a rented mule.
According to Greg, the most important aspect of the manager as coach
is to model the desired behavior. "People listen much more to what you do
than what you say." He encourages people to use him as an example to
make positive changes in their professional life. "I tell people that the pain
and stress experienced in the short term when beginning steps to enhance their career will be well worth it in the intermediate and long term. If
I could endure it, anyone can. Look at how much fun I'm having now."
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felt demotivated and unfulfilled.
Drafting this 26-page paper started my metamorphosis. It enabled
me to better understand myself in a
work context and be more cognizant
of my strengths and opportunities
for growth. Basically, I discovered I
wanted to help other people fulfill
their goals. I wanted to teach or train
or something along those lines.

LOOKINGINSIDE
How did I make this discovery? The
initial step was to reach deep inside
to uncover my authentic self. This
was a time of reflection, self- learning, renewal, and idea generation.
I asked myself questions such as:
"Why am I not fulfilled ?" "Who do I
want to be ?" "What do I want to
do ?" "What level of satisfaction am I
seeking ?" This process was painful
because, in order to be effective, it
demanded total honesty.
This soul searching was very
revealing. I discovered that I had a
propensity to be effective in producing change. I was motivated, innovative, and team oriented. I enjoyed
learning and helping others learn. I
was seeking a high level of achievement, recognition, responsibility,
and advancement, and I had a strong
desire to express my views of the
corporate world. With a clearer sense
of my talents, interests, and deep values, I was positioned to build a sense
of mission into my work life and
contribute more to others.
Next, I needed to understand my
work environment. I discovered that
I didn't possess the competencies I
needed to obtain the job I desired —
at Roche or any other organization.
To acquire them, I needed to step off
the corporate ladder and move sideways, if you will, onto the career lattice and be open to new thoughts,
people, and experiences inside and
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outside Roche.
Finally, instead of continuing to be dependent
on Roche, I needed to take
control of my career. I did
this by considering myself
self - employed— viewing
Roche not as my employer,
but as my partner. I don't work for
Roche but have joined forces to
mutually achieve organizational and
personal objectives. The benefits of
this self - employment attitude are
enormous.

MOVINGFORWARD
At this point, I started moving forward again. I had plenty of vacation
time, so I decided to use some of it
to see if I liked teaching. The same
year as my class project-1993 —I
sought sponsorship from the New
Jersey State Board of Accountancy to
teach continuing professional education (CPE) courses. Once I obtained
sponsorship, I worked out an
arrangement with Roche whereby —
on my own time —I would develop
and teach a class to Roche CPAs.
This strategy not only enabled me to
enhance my training skills but to
transfer my specialized knowledge to
internal customers and colleagues.
Shortly thereafter I became an
instructor for the Pharmaceutical
Education & Research Institute.
In May 1994, I finished my graduate work at Rutgers with a degree in
Management of Innovation and
Technology. I continued my job
activities and taught courses during
personal time. I continued my
attempt to land a position at Roche
or outside in a training capacity, but
to no avail.
Then one day in September 1997,
Matthias Waehren, our CFO,
stopped me as I was leaving for a
trip to California to teach a course at
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one of our sister companies. "Greg,
you're training people at other companies on your own time. Why aren't
you teaching here ?" I explained that
I had previously volunteered to help
with training projects but no one
had accepted my offer. Matthias
immediately called the person in
charge and got me involved.
Thanks to Matthias, Roche started
leveraging my new skills. I was
assigned to coordinate a finance program for nonfinancial personnel and
then help train more than 1,700
people in conjunction with an SAP
implementation. I also was asked to
assist Roche's Organization Effectiveness & Development (OE &D)
group —an internal department
responsible for learning transfer and
process capability —to facilitate various programs, including "Personal
Leadership.'

COACHING
Then I found a second passion. In
1997, a participant in one of my
classes forwarded me an article
about coaching, saying she thought
that I "would be great as a personal
coach:' Skeptical, yet open, to test
her theory I started coaching someone outside Roche.
It was like a fish meeting water. I
discovered I had a passion for coaching and could help others toward
self - actualization. It's extremely fulfilling to know that my intervention
is making a difference in the lives of
others.
My ability to coach was the last

skill needed for my career
change, as coaching is a
responsibility in my new
role. OE &D also invited me
to join a Coaching Forum
and facilitate "The Manager
as Coach" program, both of
which were established to
help managers achieve superior
results through coaching.

WHAT'SNEXT?
What does the future hold for me?
My career is an evolving journey —
an adventure toward self- actualization. I strongly desire to enhance
my competencies in training and
coaching. I have begun writing
about business issues on which I
am passionate. Regardless of the
undertaking, I'm committed to
being my best, most authentic self
and to sharing my work so that I
can fully use my skills and aptitudes and express my deepest
values to make a meaningful
contribution.
In these challenging times, the
financial professional's journey has
never been more exciting. The key to
remember is that professional self actualization is within your grasp. As
the opening lyric in the song Its a
Beautiful Life goes, "You can do what
you want just seize the day." ■
Greg L. Cellini, CMA, CPA, is a
Finance Training & Development
Specialist at Roche. Greg welcomes
your comments, questions, and conversation and invites you to contact
him at (973) 773 -1658 or via e-mail
at grgglcellini @home.com.
He thanks all ofhis colleagues at
Roche, in particular Kathy McGlory,
Bob Meyers, and Matthias Waehren,
who have helped make his professional
transformation a reality.
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ARE YOU A JUDGER?
A THINKER?
WHO YOU ARE DETERMINES
HOW YOU RELATE TO

YOUR COWORKERS AND COLLEAGUES.
BY

WILLIAM

BLAIS

, CMA, CFM

of all controllers are created equal. Some are more
detail oriented than others, some are more objective, some are better communicators, and some deal better
with change. These are just a few of the natural traits that
G
Z
m

either�are�—or�aren't�—a�permanent�part�of�their�makeup.

w

Are certain personality types more successful than others?

a
z

a

What natural strengths and weaknesses might controllers

r
N

possess? We decided to do a survey to find out.
June 2 0 0 0 I STRATEGIC FINANCE
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We asked 162 IMA members who
were working as controllers to help
us by taking the Myers - Briggs Type
Indicator test —a road map to the
array of human behavior.
Just as a map of the world displays
North, South, East, and West, the
Myers - Briggs classifies individuals
along four dimensions:
4- Introvert - Extrovert
Sensor - Intuitor
Thinker- Feeler
Judger- Perceiver
The first dimension, Introvert /Extrovert, reflects a general attitude toward the world: extroverted,
in which the person is directed outward toward other persons and objects, or
introverted, where attention
and energy are directed
inward to focus on internal,
often unspoken, representations of events.
Introverts prefer to work
alone in a quiet office; telephone calls and visitors are
unwelcome distractions. They
probe deeply into issues,
deliberate carefully, and focus
on a task until it is completed.
The flip side is that they're
often perceived as secretive
and unfriendly and suspected
of having a hidden agenda
and not being team players.
Extroverts like to think out loud
and bounce ideas off just about
everyone. Extroverts move around
the organization, engage in casual
conversation, and interact with peo
pie. They may appear to be socializ.
ing instead of working.
The next dimension is
Sensor / Intuitor. People who prefer
things that are tangible are "sensors."
They prefer information that can be
verified by the five senses. They're

most comfortable focusing on the
present and interpreting anything
new by what they've already experienced or can validate with physical
evidence. To support their views,
they'll gather hard data. They're
good at spotting what isn't working
today and fixing it.
People preferring intuition —
focusing on insight and possibilities —are " intuitors." Intuitors
interpret information according to
its meaning, possibility, and implication. They aren't as focused on
today because possibility demands a
look toward the future. They'll look
at the data and read between the

don't show an acceptable return on
investment. The strong thinker may
appear to be cool, detached, uninvolved, and head - dominated.
Feeling relies on perceptions that
are based on values, which makes
decisions more personal and subjective. The feelers see personal relationships as a natural mechanism for
doing the job. They might envision
employees pulling together to get
things done. The strong feeler may
seem warm, personalized, involved,
and heart - dominated.
The fourth dimension pits the
judger against the perceiver. The
judger prefers to make prompt decisions and come to conclusions. He or she tends to
organize data and make decisions based upon that. A person who prefers to perceive
holds off on deciding while
gathering more information.
The perceiver will be less
organized and will keep gathering information before
coming to a conclusion.
Each type defines a unique
set of characteristics and tendencies. No one preference or
type is qualitatively superior
to another. Each simply
reflects differences in attitude,
orientation, decision making,
and the relative importance
of these functions in a person's life. They each have their own
strengths and implied weaknesses.

MANYCONTROLLERS
DON'T BELIEVE
INTUITION EVEN
EXISTS. BUT IF
SENSORS THINK OF
INTUITION AS USING
THEIR GUT FEELINGS
RATHERTHANPSYCHIC
POWERS, THEY'LL BE
ON THE RIGHT TRACK,
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lines to find meaning. Intuitors are
good at spotting what's going to be
a problem tomorrow and planning
around it.
The third dimension is that of
thinkers and feelers. Thinking refers
to a reliance on reasoning and logic.
Thinkers make judgments according
to the rationality of the information.
They prefer objective approaches to
their tasks. They'll recommend
against a project if the numbers

FINDINGTHEWAY
Just as the "N" on a map means
"North;' each dimension of the
Myers - Briggs has a letter assigned to
it. The combinations of those letters
and the traits they represent can add
order to chaos.
Two - thirds or more of our controllers were introverts, sensors,

T HE FOUR DIME N SIONS
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thinkers, and judgers (abbreviated as

they have to develop intuition for

CANYOUTEACHANOLDISTJ

ISTJ) individually, but only 35% had

tasks such as planning, forecasting,

NEW TRICKS?

all four traits. The 35% is significant

simplifying, integrating, designing,

because, since there are 16 different

visualizing, troubleshooting, and

combinations of types, then, on

reflecting.

Most controllers are thinkers who
need to be careful not to appear
overly formal or insensitive. They
may undervalue feelings when trying
to motivate people. Also, since their
decisions are based on clear principles and their objective application,
they tend to believe anyone who disagrees with them isn't very smart.
Most controllers have a strong
judger preference, indicating a desire
to decide, evaluate, plan, organize,
and maximize use of time. They
tend to work in a steady, orderly,
planned way. Judger controllers have
strong ideas about the way things
should be done and the way people
should be. They want to get things
finished and move on.
These people need to consciously
work on interacting with others.
One way to do this is to schedule a
couple of hours each week to walk
around the office, talking to people.
They should practice opening up to
people by not being afraid to say
whatever is on their mind. Even
though this may seem like unpro-

average, people have only a 1 /16th

Many controllers don't believe

chance of being any one type (such

intuition even exists. But if sensors

as ISTJ).

think of intuition as using their gut

This type lends itself to many of

feelings rather than psychic powers,

the critical tasks controllers must

they'll be on the right track. (Intu-

perform. ISTJ individuals are

itors sometimes need to focus on

extremely dependable and have a

hard facts and use them to commu-

complete, realistic, and practical

nicate to sensors or the message will

respect for the facts. They absorb,

have an unsupported, illogical

remember, and use facts. They're

meaning.)

careful about accuracy; they're also

Now let's say the ISTJ controller

thorough, systematic, and hard

has to work with a complete oppo-

working. They have keen observa-

site—an extroverted intuitor who's

tion abilities with an excellent mem-

also a feeler and perceiver... also

ory for details. They're grounded in

known as an ENFP. In extreme situa-

reality, focused on today, apprecia-

tions the controller seems like a

tive of structured tasks with clear

harsh, critical person, and the ENFP

operating procedures, and efficient

seems like a weak "bleeding heart:'

and results oriented.

The ISTJ thinks his or her teammate

But they may be less creative and

is a procrastinator, while the ENFP

innovative, and they'll resist change.

can't understand how someone

Although financial functions such as

could make an important decision

budgeting, classifying, compiling,

without first looking at every option.

scheduling, reviewing, editing, and

They're driving each other crazy.

supervising are natural for sensors,

This isn't unusual.
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CONTROLLERSNEEDTODEVELOPPERCEIVER
SKILLSSOTHEYDON'TCOMETOQUICKDECISIONS
WITHOUTFIRSTLOOKINGATALLTHEOPTIONS.
ductive chit -chat, it will
help to open communication channels and help
strengthen bonds with
others.
When they work alone,
the ISTJs will primarily
rely on their dominant
sensing preference to
gather and analyze tangible data such as reports or
spreadsheets. When they
attend an operations
meeting, they may force
themselves to be more
extroverted. Learning to
use their "middle traits"
well helps them to balance their
personalities.
Controllers need to develop perceiver skills so they don't come to
quick decisions without first looking
at all the options. Patience is a virtue
they probably need to work on. They
also need perceiver skills in order to
stay abreast of rapidly changing
environments. Perceivers, on the
other hand, need to set firm deadlines for themselves so they don't
leave tasks unfinished indefinitely. If
they don't develop judger skills, the
judger - dominated business community will perceive them as terrible
procrastinators.

THEENFPCONTROLLER
You don't have to be an ISTJ to be a
good controller, but non -ISTJs
might have to work harder to adapt
to the traditional tasks. Yet their other traits can be assets for those who
92
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respond, decide outcomes,
and adjust as they go.
They're interested in the
process of doing and don't
wait for a sense of closure to
provide enjoyment. Perceivers tend to work in a
flexible, informal way.

WHAT'SYOURTYPE?
The goal isn't to change anyone's psychological type. We

strive to bring their roles beyond
those of the traditional management
accountant.
They may prefer talking on the
phone or visiting people in their
offices rather than working quietly
in the office. While working on a
project, they may spend most of the
time being an extrovert — talking
optimistically to several people
about the opportunities associated
with the endeavor.
Controllers who are feelers may
be too afraid of negative reactions to
bring up bad news. They need to
learn when to be more objective.
Extroverts need to let others have
some personal space. When interacting with introverts, extroverts need
to give them some extra time to
respond. Introverts will make
insightful comments if they feel the
other person is really listening.
Perceivers have a desire to adapt,

must accept our own personalities and learn to cope
intelligently with other personalities. But that doesn't
mean we're stuck with our
types. As individuals, we should
learn to recognize our strengths and
weaknesses and become conscious of
the impact of our preferences on
others. We need to balance our
personalities.
Understanding strengths and
weaknesses of each personality type
will also help bring true diversity
into organizations. In another sense,
each individual has a chance to gain
more self - acceptance, other- acceptance, and an appreciation of differences in human behavior.
Differences, once recognized, can
be appreciated instead of scorned,
and diversity can lead to strength
rather than conflict. ■
William Blais, CMA, CFM, is
president

of Wm. Blais Consulting in

Durham, Maine. You can contact
Bill at (207) 353 -5250 or
wmblais @aol.com.
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Click your way to business financing solutions.
Company having difficulty securing financing beyond its current credit limit?
Experiencing rapid growth with an unpredictable cash flow stream? Searching for a
more flexible financing program?
Go to the PrinVest Portal of Business Financing Solutions. Its a one -stop
financing resource hub that links you directly to our staff of responsive financial
advisors throughout the country.
By word -of- mouse, you can explore the many innovative financing solutions
available to assure your company's present and future success.
Mouse over anytime. Discover how PrinVest is empowering companies throughout
America with billions of dollars in responsive, proactive financing solutions.
Circle No. 17
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Beam Me Over,
Please

125 large black- and - white,

Desktop Mailing

or 25 large color images.

Two new sub - pocket cameras attach to Palm' and
Handspring devices to let
you take digital photos for
use in e-mail, as slide
shows or screen savers, to
print, or just to beam over
to other Palm devices with
infrared ports. (See Tech
Forum on the next page
for a review.)

Software included lets you
view, e-mail, and print the
images after hot - syncing
them to your PC. Circle

Hewlett - Packard's new
HP LaserJet Print -to -Mail
System attaches to the
rear output tray of an HP
LaserJet 4000 or 4050
printer to provide one step printing, folding,
sealing, and stamping of
business correspondence.
Designed for small to
medium -sized businesses,
the Print -to -Mail System
produces bills,
invoices, checks,
and other mailings
at a street price of
about $650.A flip of
the rear door on the
system resumes the
printer's normal functions, and the entire
assembly can easily be
removed. Templates are
included for applications
such as Intuit's Quick Books and Peachtree
Accounting. You can customize your mailings,
make your own checks,
apply electronic postage,
reformat your application
data, and apply barcodes,
signature, and logos.
Print -to -Mail forms are
available in five different formats.

The EyemoduleTm Digital
Camera snaps into the
Handspring VisorTM'
expansion slot and takes
large or small black -andwhite images or large
color images. Designed by

IDE O's E y em od ule T M
Di g i t a l C a m e r a

IDEO Product Development Inc., the camera
features one -button operation, a timer for single
delayed exposures or a
series of as many images
as can be held in memory,
automatic exposure, fixed focus lens, and a soft case.
A Visor Deluxe that has
5 MB of memory free can
hold more than 500 small
black- and -white images,
96
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For Palm handheld
devices, Kodak has
released the PalmPix,
which works in the same
way as the Eyemodule.

K o d a k ' s P a l m Pi x

You take the pictures on
the Palm and then can
view them there, or you
can hot -sync them to your
desktop or laptop.
PalmPix images are only
in color, but there are two
resolutions: good ( VGA
320 X 240)and better
(VGA 640 X 480).The
focus range is 36 inches to
infinity, the f -stop is 2.0,
and it has shutter speeds
from 1/15 to 1/500 second. There is a 2X zoom
in the higher resolution
mode. The camera
requires 2 AAA batteries,
and it connects to the
serial connection on the
base of the Palm. Both the
Eyemodule and the
PalmPix can beam pictures to each other
because they both use the
Palm OS. Circle No. 61
2000

HP L a s e r J e t
Print -to -M ail S y s t e m

Preprinted mailers are
available for use with
common accounting software, or you can have
them personalized for specific needs. Circle No. 62

New Windows
Operating
System
Microsoft's latest family of
operating system software
features Windows 2000
Professional for business
desktops and laptops and
also includes Windows
2000 Server, which is a
network operating system,
and Windows 2000
Advanced Server, designed
for e- commerce businesses. Later this year, the
company will release Windows Datacenter Server, a
high -end system for large
critical applications such
as online transaction processing, data warehouses,
ASPs, and ISPs. All of
these products are
designed for the corporate
world. A new operating
system, Windows Millennium, is planned for
home users and will be
released later this year.
Windows 2000 Professional, Server, and
Advanced Server were
designed to work
together with comprehensive management technologies
that run on both
client and server,
allowing system
administrators to
centrally control

' A d O W S 2000
Professional
M icrosoft Windows
2 0 0 0 Pr o f e s s i o n a l

desktops and networks.
Described by Microsoft as
the most reliable version
of Windows yet, Windows
2000 was created to function in Internet time
integrating Web, communications, and security
and application services.
Circle No. 63

Two Ways to
Report Benefits
Benefit Software, Inc., has
two offerings that package
benefits reports. The first,
Fringe Facts® Pro, is a
software system that cre-

AndNow
P-Mail IMichael Castelluccio, Editor
—

ates detailed, individualized reports that are delivered to employees in
summary folders. The
software uses a database,
calculations worksheet,
and word processor to
create the comprehensive
statements. The reports
can include a message
from the employer,
detailed cost of each benefit, total benefit costs,
annual salary, actual realized income, percentage of
benefits to income,
description of each benefit, face amount of life
insurance, retirement plan
values, projected Social
Security benefits, and
other miscellaneous benefits. The online offering,
Fringe Facts® Online, has
incorporated the advantages of electronic reporting: live calculators
(401(k) and cafeteria
plans), links to Social
Security information, and
easily updated reports that
are available wherever the
network can be accessed.
A demonstration of the
online version is available
at www.fringefacts.com.
Circle No. 64.

■ FOR THE MOST PART, WE EXPECT COMPUTING TO EVOLVE

IN THE SAME WAY CREATURES DO, with slow changes to
an established model. And, usually, it does, and we
should be comfortable with that. After all, we're creatures of habit.
Creatures of genius, on the other hand, think differently. Mathematicians, like Alan Turing, imagined using
two numbers (1 and 0) to solve complex math problems and deeply coded language; inventors like Ray
Kurzweil used electric current in boxes to produce the
sound of any instrument in the orchestra —these people leap in their thinking, and so do their inventions.
The way we react to these two kinds of change is
surprising. The small, evolutionary changes in software
and hardware are the changes we expect, but they
drive us crazy. On the other hand, we are attracted to
the solutions and devices that make galaxy -size jumps.
Want laser beams in your PC so you can save your documents? Of course. Want to see a box that will freeze
live TV broadcasting and let you replay it? Sure. But
just let some poor developer change the look of a
familiar screen in your word processing software.
Moaning, groaning, and resentment for the IT department is sure to follow.
It's Not Your Father's Digital Camera
When I received the two cameras to review for this
month's Tools section, I was amazed at their size and
the fact that they even worked on the handhelds.
These two definitely looked like the leaping kind of
technology.
Palms and Handspring devices run on a maximum of
8 MB of memory. By contrast, if you do any work with
images on a PC you should think of having 64 MB of
memory in RAM if you want to avoid slowdowns or
other problems. The smaller of these two cameras, the

Welcome, JenniferNelson!

Eyemodule, not only works, but you can hold several
hundred of the low resolution images on the device

Welcome
the Riverton Industries
Employee Benefits
andto the
Information Websbe.

before you hot -sync them up to a photo management

As im• ne You, fin, Ome to IM1is Wabsde, pleas. m1* • hw morales to became 1 —h", -1 the batons and
tdmmahon roull end hen On the led We of yow scorn youll sae a number of buitone ghe Table of Contents)
CltcMtnq once on any button me N),, you to a ddlenm section Begin by clicking on My Benefit Suament Be sum
to need the Nile, •dd.,..d to you horn our pnesmem. Gary P.— In the teem rou -11 see some undedm.d ten
Cl¢Mlnq on •ny of the Imd.dnred 1e.1 Hems .11 take you to •nolh,, Web page oe • •,,neon o(the benefit --M,.. ' .. ten loam mot roam a D•n¢uln lop c
In the secnon'Summary of B.nefil. anti Costs' yoult see • table -Ili a hml of company pl.nded benefits f you
would I . oron of.—on abom a p•n,W * benefit, click on the benefits thel an underlined For ea•orple, clicking
on IO1fF1 Plan -111 elk. you In a d.inpl— dlhe 101(1,) plan — you [an see your account balance and other
.l r s.c

program on your PC. Amazing— another example of
what's being widely described as the genius "Zen of
Palm."
e1

continued on next page
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continuedfrom p. 97
When I attached the cameras to

would want anything like that number

there with an instant -on operating

of images on their handheld. And

system, ready to take (photo)notes

the handhelds, however, I slipped

then the light came on. Anyone who

with a push of a button or tap on the

back into a Darwinian mode, thinking

would be using them as photo-notes,

screen. There's naturally a much

of and using the devices as though

not as prints in an album. These

stronger attachment to the photos

they were the next iteration of the dig-

cameras were meant as extensions

taken with the conventional camera.

ital camera. I was missing the point.

of the Palm, not as a replacement for

With the Palm cameras, the sponta-

your digital or other cameras. Photos

neous grab shot is so easy, and pass-

cameras. Some make photo stickers

as notes — pictures to be pasted in

ing it around is so casual (you can

for kids to put on their notebook cov-

your communications and documents.

even beam the pictures to other Palm

ers or lockers, and some use

Of course.

devices through the infrared port), the

There are cameras and there are

pictures feel almost as ephemeral as

extremely large 8 x 10 -inch negatives
to produce flawless, grainless black -

P -mall

the events they note. You take a

and -white landscapes. If you want

If a picture is worth a thousand

bunch, throw away most, and send

wedding pictures, you need profes-

words, then it might be just the thing

around a couple. After all, you don't

sional lighting, large- format cameras

to include in an e- mail —the most

save much of your e-mail, do you?

and negatives, archival- quality pro-

abbreviated form of written communi-

cessing, and proof sheets for the

cation besides the telegram. Even

They're Different

selecting and editing/ retouching

the low res images from the Eyemod-

Right now, you only have one choice.

stage. Imagine if you had to go

ule would be worth 250 words, so I

If you use a Palm, there's the Kodak

through that trouble and expense for

experimented with inserting the vari-

PalmPix camera. It's a little bulkier

your snapshots from Disneyland. It's

ous kinds of images the two cam-

and forces you to lift the camera up

what you want as a final print, slide,

eras can produce into e- mails. The

to view the screen horizontally, but

or digital image that determines what

format for both is the universal JPG,

the quality of its images in the high -

camera you use.
When I first attached the Kodak

so it's a simple matter to insert the

res mode are much better than the

pictures. Then, I thought about paper

Eyemodule. The Eyemodule version

PalmPix to a Palm III, I was thinking

mail. In Word and WordPerfect the

clicks into the port on the back of the

portraits, landscapes, candids —in

process for inserting pictures is a

Visor handheld adding nothing to the

other words, conventional photos. I

three -click process. In the middle of

contour of the device other than a

uploaded the pictures from the Palm

the paragraph you're writing, just

small bump for the lens at the top of

to my PC and began to print different

click Insert Graphics; go to where

the device. To take the photo, you

sizes. I was especially interested in

you have uploaded the photos on

look down on the screen the same

how far I could push the quality of the

your PC; then click Insert. Your let-

way you would to read anything else

digital "negatives." Could you print
acceptable color 8 x 1Os. The answer

ters can have pictures all over

on it. This is the way you see the

them — photoposts, your own illus-

image in a view camera, and it

was yes and no, but I didn't realize

trated manuscripts.

causes fewer problems with reflec-

that the question made no sense.
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Certainly, you can do the same

tions and getting enough light on the

thing with a conventional digital cam-

screen to see the image. The Eye -

Eyemodule for the Handspring Visor

era, but there are a couple of extra

module is designed specifically for

(the other Palm device) that I realized

steps and an additional piece of

the Handspring.

this wasn't an incremental change. It

equipment to lug around with a full -

With either camera it's a good idea

was as much a leap as the Palm was,

size camera. If your Palm device is

not to mistake these as just the next

and for the same reasons. The Hand-

usually in your pocket or bag, carrying

version of the already established dig-

spring I was using was a Visor with

the very small Kodak or almost

ital camera. Think of them as the

close to 5 MB of its 8 MB memory

minuscule Eyemodule is far more con-

devices that let your Palm see and

free. According to the spec sheet

venient. There are no disks or mem-

save what it sees. And then proceed

from the manufacturer, I had room to

ory sticks, no cords, no unpacking

to how you might use this new ability.

store 500 of the smaller size black -

and setting -up routines. The camera

If they'll let you look, you might as

and -white images. I wondered who

is like the Palm or Handspring —it's

well leap. ■

It wasn't until I was testing the
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Because your business
changes every day.
The world of busi-

check out what's new,

ness never stands
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you'll find exactly

still. And neither

what you need at

does Softworld Expo.

Softworld

We stay on top of the

Expo. You'll

latest breakthroughs and
SOFTWORLD
HUMAN RESOURCES
AND PAYROLL EXPO

innovations, so we can
bring you the leading solu-

successful companies in

leaders, and get objective, thirdparty advice. All without travel-

the fast, easy, and
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ing far from your office.
Visit us at www.softworld.com

efficient way to com-

or call 888 - 827 -6699 for

pare, evaluate, and select the right

up -to- the - minute information

software for your organization or

on Softworld Expo events coming

department. And it's the best place

your way. Choosing the right soft-

to get the information and consult-

ware has never been easier.

ing advice you need to make smart
software decisions.
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The numbers all add up ,..

to savings.
There's a certain pleasure in adding up numbers.
Especially when those numbers mean money in your pocket.
Take these numbers, for instance:
3z
O

... the number of years the IMA Group Term
Life Plan has been in place.
... the rate increase per year since the Plan
was established.

¢e

... the average premium discount
percentage over the past 26 years.

54

the average percentage the rates are
decreasing this year.

SS

the premium discount percentage this
year — on top of the new lower rates.

When you sum it all up the answer is simple:
there has never been a better time to enroll in
the IMA Group Term Life Insurance Plan. Call today!
To find out more about the IMA Group Term Life Plan, call toll -free 1- 800 - 225 -6758.
For information about other available plans in the IMA Group Insurance Program, call toll -free 1- 800 - 424 -9883.
�u

IMA
• Cancer Expense Insurance
thd

rJ

• Catastrophe Major Medical
• Disability Income
• High -Limit Accident
• Long -Term Care
• Medicare Supplement Insurance
• Member Assistance
• Small Business Plan
• Term Life

This program is administered by Seabury & Smith, a Marsh & McLennan Company. Some plans may not be available in all states. • The Disability Income Protection, High
Limit Accident, and Catastrophe Major Medical insurance plans are underwritten by The United States Life Insurance Company in the City of New York, 3600 Route 66, PO
Box 1580, Neptune, NJ 07754 -1580. • The Medicare Supplement plan is underwritten by Life Investors Insurance Company of America, Monumental Life Insurance Company
in CT, NJ, ME, and HI, and AUSA Life Insurance Company in NY. • The Cancer Expense plan is underwritten by Monumental Life Insurance Company, Baltimore, MD 21201.
• The Member Assistance insurance plan is underwritten by Unum Life Insurance Company of America, 15 Corporate Place South, Piscataway, NJ 08855. • The Group Term
Life Insurance Plan is underwritten by Connecticut General Life Insurance Company, a CIGNA Company, Hartford, CT 06152.
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SEC's Levitt Wants New
Rules for Auditors
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To date, four of the Big

commissioners met pri-

5 accounting firms have

vately with top manage-

said they're separating

ment of the firms, Bow-

are being judged not by

their consulting business-

man said in an inter-

man of the Securities &

how we ll the y mana ge

es from their accounting,

view, and "pressured"

Exchange Commission,
in a widely publicized

an audit, but by how
well they cross -market

auditing, and tax practices. Ernst & Young is

from consulting. The

speech last month

their firm's nonaudit ser-

selling its consulting busi-

firms resisted, but the SEC

promised the accounting

vices," Levitt said. That —

ness to Cap Gemini.

was unyielding. It "does-

profession new rules by

according to the SEC

PricewaterhouseCoopers

n't understand" or "does-

this summer to remove

chairman —makes it far

will reorganize into three

n't care' what the firms'

conflicts of interest and

too tempting for auditors

operating units. KPMG

point of view is, Bow-

urged stronger oversight

to relax auditing stan-

will spin off its consulting

man said.

to keep auditors indepen-

dards in return for more

business to public owner-

dent and financial re-

lucrative consulting

ship. And Arthur Ander-

porting standards high.

en gage me n ts .

sen LLP is finally consum-

berg, editor -in-

mating its divorce from

chief of Ac-

Andersen Consulting.

counting

Within 60 days, the

them to split auditing

the core of th e profession,

SEC will give the ac-

the very essence that

counting industry propos-

gives an auditor's work

als for new rules specify-

ha d a h ea vy h a n d i n

its value," Levitt said.

ing what services ad-

forcing three of these
break -ups, according to

But independence of

junct to an audit would
constitute a conflict of in-

Arthur Bowman, a long-

ing because more prof-

terest. The rulemaking

time observer of the pro-

itable and faster - growing

proposals will also exam -

fession who publishes

consulting services —busi-

ine conflicts accounting

Bowman's Ac-

ness advisory, corporate

firms may have through

counting

finance, and information

affiliations and strategic

Report.

tech nol ogy pl ann ing

alliances with other

SEC

and installation —now

businesses.

domi nate th e scope and

already restored much

counting firms, Levitt

of the auditor inde-

"Too many auditors

hand, Rick Tel -

AM

magazine,
thinks
ever yon e
will benefit
from the
break- ups —fore-

pende nce he's
seeking.

ix}I

Today

But Levitt may have

culture of public acexplained.

On the other

Apparently, the SEC

the audit has been erod-

Z
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> ARTHUR LEVITT, CHAIR -

"Indep enden ce is at

N
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most the auditor.
Without consulting, auJune 2 0 0 0
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countants, or insurance
products involving a
client, according to the
law firm's report.
Levitt acknowledged

YoH'll Feel Alw+ost Af ComfortaHe TaklH9

that none was particular-

Tke CMA /CFM Exam A( Yo% Did St

oty(K y

For It.

ly egre gi ou s an d ma ny
were the result of the
merger of Price Waterhouse and Coopers & Lybrand. But they revealed
the "inadequacy of internal controls" and "less
than modern rules of the
profession and the SEC,"
Levitt said.
That's why he asked
the Public Oversight
Board to review firms'
compliance with the in-

Ii.

vestment rules and to

Lett think — You can study for your CMA/
CFM Exam in a generic seminar, or simply
by'hitting the books,' with no personalized
help and no promise you'll pass all or any
part of the exam.
Or. You can sit down at your discretion

! personal instructor and tutor, custom ized study session analysis, TexTutor®
on- screen help, exam overview and prep
tips, immediate full -text answers to
every qu estion a nd a completely individualized study method.

for a one -on -one, interactive power
study session with the test review that
guarantees you'll pass.*

In fact, only The MicroMash Way' lets
you study for your CMA/CFM Exam the
same way you take it ... on the computer.

MicroMash brings you never - availablebefore features like built -in on -disk

Old way vs. new way,
It's way easy to call this one.

"make substantial commitments of money and
resources" for better control systems.
The Public Oversight
Board (POB), a self -regulatory body of the American Institute of Certified
Public Accountants
( AICPA), is funded by

V J
Mi croMash

the 1,300 CPA firms who

1- 800 - 272 -PASS
Ref #2232

are members of t he

AICPA's SEC Practice

At Yottr Own Na. in Yo%r Owe Slue.

Section.
O 1999 M.Mash, W . Mt,.M.h, Thr MlrroMash Noy.
a n d 7 M . a r t rzg o — d  d — A , M -Mask inr.

of

loin rr4nalwu apply. roll for ,ompinr dnmis.

But a week before
Levitt's speech, the AICPA
said it was "cutting off"

diting firms can "create

als and their families

an environment in which

can make in audit -client

a natural -born auditor

comp a ni es .
It's the "golden rule of

can thrive doing audits

An investigation by a

funding for the POB's investment -rule investiga-

law firm for the SEC

tion. Levitt, in his speech,

found almost half of PwC

called the AICPA's deci-

without pressure" to be a

auditing: auditors cannot

partners had investment

sion "a significant setback

technology consultant.

invest in their clients,"

violations, 45% by part-

to self - regulation and in-

Levitt said. But Pncewa-

ners responsible for au-

dependent oversight ...

said he wants to "mod-

terhouseCoopers, for ex-

dits, and nearly half of

which raises serious ques-

ernize" the rules govern-

arnple, was found in Jan-

all violations were direct

tions as to the profession's

ing investments ac-

uary 2000 to have exten-

investments in securities,

commitment to self -

counting -firm profession-

sive violations of existing

mutual funds, bank ac-

regulation." ■

Meanwhile, Levitt
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for IMA Members
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Save Money

5 490

le34

5490

VALID

No Annual Fee
3.9% Introductory Annual Percentage Rate (APR) for
cash advance checks and balance transferst
Credit line up to $100,000

500

Save Time

Q0 J ®Q

Credit line increase decisions in 15 minutes or less
PlatinumPlus' Registry for card and document registry,
emergency cash, and more*

THRU

24 -Hour Customer Satisfaction

Show Support
A unique custom - designed card that proudly displays the
IMA logo
Access your account online at www.mbnanetaccess.com
For more information about this and other IMA member
benefits visit wwwimanet.org

Request Yours Today!

Call 1- 800 - 523 -7666

or complete and return the form below. Use priority code E4M5 when calling.

Priority Code

No- Annual -Fee Insitute of Management Accountants Platinum PlussM MasterCard,," credit card.

E4M5

JM -122
KD

Print your name as you wouldlike it toappear on cud. Pkwsir print dearly in black or bkte ink.
Social
Security #

Name

Mother's
maiden name
(for security purposes)
Mon th ly
housing payment $

Address
City

State

Birth
date

ZIP

Are you: ❑ ❑Hom eowner
❑ ❑Renter
❑ ❑ O th e r
Years at residence:

Home phone

Business phone

Employer

IN❑self❑ mployed,❑please❑state❑the❑nature❑of❑your❑business.)
Please send an additional card at no extra cost for:

Positiontt
#N student, please specify the name of your
school and year of graduation.

Date

/

/

Ac c e p t a n c e

Annual fee

None.

t Annual Percentage Rats (APR)

Platinum Plus or Preferred account: 15.99% APR
for purchases.

Grace period for repayment of
balance for purchases

At least 25 days, if each month, we receive payment in full
of your New BalanceTotal by the Payment Due Date.

Method of computing the
balance for purchases

Average Daily Balance (including new transactions).

11ransaction fees for cash
Transaction fee for Bank and ATM cash advances: 3% of
each cash advance (minimum $5).Transaction fee for
advances and fees for paying
late or exceeding the credit limit credit card cash advance checks and balance transfers: 3%
of each cash advance (minimum $5, maximum $30).
Late- payment fee: $29. Over-the-credit-limit fee: $29.
Transaction fee for purchases

Transaction fee for the purchase of wire transfers, money
orders, bets, lottery tickets, and casino gaming chips: 3%
of each such purchase (minimum $5).

The information In this application is accurate as of 5/00.The information may have changed
after that date. For more current information, please call MBNA at 1- 800 - 523.7666.TTY users,
please call 1-800-833-6262.
`Certain restrictions apply to this benefit and others described in the materials sent soon after
account is opened. Preferred Card Customer benefits differ: there are additional costs for
Registry benefits.
MBNA America Bank, N.A., is the exclusive Issuer and administrator of the Platinum Pluscredit
card program. MBNA America, MBNA, and Platinum Plus are service marks of MBNA America
Bank, N.A. MasterCard and Visa are federally registered service marks of MasterCard
International Inc. and Visa U.S.A. Inc., respectively; each is used pursuant to license.
02000 MBNA America Bank, N.A.
ADG -IAHA -5/00
AD -05 -00 -0002

W

Other
income*

$
+$

Source of other incomet
*Alimony, child support, or separate maintenance income need not be revealed
if you do not wish it considered as a basis for repayment.

MY SIGNATURE MEANS TRAT t AGREETO THE CONDITIONS APPEARING ONTHIS FORM AND TO BE BOUND BY EACH OF THE TERMS OF
THE CREDIT CARD AGREEMENT, INCLUDING ARBITRATION.

PleaseretUrnform

Your
annual salary

Total household
income
$

Relationship:

X

Years
there

1

Box

98 1 0 5 4, F 1P a s o ,

79998 -9937

t -MORE APR INFORMATION The current promotional Annual Percentage Rate (APR) offer for cash advance check
and balance transfer transactions made with either account is 3.9% through your first
four statement closing dates, commencing the month after your account is opened.
When your minimum monthly payment is late (that is, not received by its Payment
Due Date), or when the promotional offer expires, the APR that will be applied to all
new and outstanding cash advance balances (consisting of cash advance check and
balance transfer transactions) will be 15.99% for both the Platinum Plus and Preferred
accounts. Should your payment be late, the non - promotional APR will be applied to all
new and outstanding cash advance check and balance transfer balances as of the first
day of the billing cycle in which the payment was late (or never received). MBNA may
allocate your payments to balances (including new transactions) with lower APRs
before balances with higher APRs.
-CONDITIONS I have read this application and everything I have stated in it is true. I authorize MBNA
America Bank, N.A. (MBNA) to check my credit, employment history, or any other
information and to report to others such information and credit experience with me.
I understand that the acceptance or use of any card issued will be subject to the terms of
this application and the Credit Card Agreement that will be sent with the card, and I agree
to be responsible for all charges incurred according to such terms. I am at least 18 years
of age. I consent to and authorize MBNA, any of its affiliates, or its marketing associates
to monitor and/or record any of my telephone conversations with their representatives
or the representatives of any of those companies. I understand that R this credit card
application Is approved for an account with a credit line of less than $5,000,1 will
receive a Preferred account. I accept that MBNA may, at its discretion, periodically
consider any account for an automatic upgrade. Information about me or my account
may be shared among MBNA and its related companies for marketing or administrative
purposes. I may prohibit such sharing of information, other than
information pertaining solely to transactions or experiences
between me and MBNA
an MBNA -related company), by
writing to MBNA at PO Box 15342, Wilmington, DE 19850 and
including my name, address, home phone number, and the
applicable MBNA account number(s).

Announcing
A NEw

IMA MEMBER BENEFIT:
Industry Sectors
Every one of IMA's 13 new Internet -based Industry
groups offers you a wide choice of methods for networking and sharing information with colleagues in
your industry. They include e-mail exchanges, also
known as listservs, which allow you to send questions and comments to hundreds of colleagues with
just one e-mail; online surveys; tools for sharing
documents; an online membership directory; and
links to other valuable sources of information in
your industry. To learn more, go to IMA's Web site
and choose your Industry Sector now!

www. imanet. org
Industry Sectors —

o , • One of the Following

Academic

Construction

Communications /Telecommunications

Government

Health Care

Manufacturing

Not- for -Profit

Natural Resources

services

Technology

Transportation

Utilities

Wholesale/Retail

IMA

By Liv Watson; Brian L. McGuire, CMA, CPA; and Miklos A. Vasarhelyi

IMA Launches Web Directory
The invent io n o f t he ROLODEX r evo lut io nized t he o r ganizat io n o f t elephone direct o ries. No w t her e's t he I MA -ID, which will elevat e t he idea by at t aching alphabet ized cards t o a rolling cylinder on t he Int er net . Like t he ROLODEX, t he IMA -

ID is a directory that profiles members, but it also uses advancements in Internet
technology embedded in its design to further shape and
embellish a member's professional image and allow that
member to be discovered by others.
Rutgers University initiated the design for the IMA ID when it realized there was an opportunity to provide organizations with a useful membership directory. Using a grant
from the National Center for Automated
Information Research (NCAIR), the
school is accelerating the entry of accountants into the computer age.
\\
Rutgers has teamed with many

\

�

�
.

accounting associations to accomplish this mission by facilitat-

are more than just online shopping—they involve business-to- business communication with customers, suppliers, vendors, and others who are impacted by a company's value chain. Rutgers focused on special
cyber- services that would meet the needs
of IMA members by allowing them to
stay in contact with their organization. IMA -ID is the first service
that has been launched. Members
of the Evansville (Indiana) Chapter pilot- tested the Card -Filer and
offered their thoughts and comments, which have been brought
together to create this version.

ing their entry into cyberspace and
by jointly looking for applications

What Is the IMA -ID Database?

that help accountants and financial

The IMA -ID is a digital tool that will make it easier for

managers benefit from the Net. Here are the typical

members to search for and network with other members.

stages financial managers and management accountants

Facts contained in the IMA -ID database include names, ti-

go through when they use the Internet.

tles, and contact information about IMA members. In ad-

1. Personal use of the Internet (e -mail, Web publishing),

dition to searching for information about colleagues, par-

2. Commercial publishing over the Internet,

ticipants will be able to add, delete, and modify their own

3. Offers of e- commerce, and

profile at their convenience.

4. Specialized cyber- services.

Advancements in Internet technology also allow the

W

W
J

IMA -ID to link participants' profiles to any World Wide
The Rutgers /IMA professional partnership started by
creating an IMA presence on the Net. Eventually it created consciousness among management accountants about
the progressive need for a -based services. These services

Web document that includes text, graphics, video, sound, or
animation.

0
a

The profiles will be linked via hypertext. Anyone who

N

has ever pursued a cross - reference in a dictionary has
June 2 0 0 0 I STRATEGIC FINANCE
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been exposed to a primitive form of
hypertext. Hypertext links become
tremendously powerful when implemented electronically. Imagine that
you're reading about a topic of interest and you come across terminology
or a reference you want to research
more. You simply click on the term,
and more detailed information
emerges for you to read. A tremendous amount of knowledge is at
your fingertips.

How to Search IMA -ID
The program is being rolled out
this month. In conjunction with the
nationwide promotion of the IMA ID, users will be able to access the
Card -Filer from the IMA website by
entering their regular user name
and password. Then they'll be able
to perform a search.

Updating Information
Once a member updates data on
his /her profile form, this information will be posted to the Web and
will be mailed to the original e-mail
address on the member's record for
confirmation. After the member
okays the e-mail, the change will be
considered complete.

W ho Is Listed?
Only IMA members are listed in the
IMA -ID. Soon it will also include information on IMA staff, national officers, council officers, regional directors, and national committee
members. The goal is to make the
IMA -ID the primary directory for
the Institute.

Security
Security surrounding the use of
the Internet has become a topic of
concern to many business people.
Ernst & Young's third annual information security survey showed
106
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that approximately 40% of those
connected to the Internet were dissatisfied with its security.
Due to this concern, appropriate
security measures have been established for the Card -Filer system. For
example, the system restricts access
to IMA members only and monitors the frequency of access. If a
user tries to dump the database after a certain number of queries, the
system will lock out the user and
warn the system administrators.
A portion of the security concerns rests with each IMA member. Therefore, the IMA has established the following acceptable -use
policy.
• Do not use information from
the Card -Filer for unsolicited e-mail
telemarketing or for contacting IMA
members in any way that could be
found objectionable.
0 Do not use data from the Card Filer for any illegal purposes.
The IMA reserves the right to suspend or terminate any user's access
to the Card -Filer at any time.
Although the IMA is making
every effort to keep the IMA -ID system secure, even the most secure environment may have an occasional
breach in security. Therefore, the
IMA makes no warranties concerning this system.

Online Databases
Database applications are an important element of the Internet. They
permit the live update of relevant information without expensive update
reprints of information on a regular
basis. Organizations that used to
print membership directories and
distribute them on a yearly basis can
now benefit from programs like the
IMA -ID. Users can access live information and can directly update pa-

rameters they want to inform their
colleagues about.
In the future, professional associations will focus more and more on
live forums, subgroup discussions
(like today's listservs of IMA's
Member Interest Groups), and other forms of live communities. Part
of this interplay is the posting of
live information about users and
their interests. These additional
fields can easily be added to the
Card -Filer and serve as links to other IMA activities.

A Good Benefit
Members should have no problem
using IMA -ID. It requires no advanced skills and reaches all participating IMA members at no cost. In
addition, whether you're at home, in
the office, or on the road, you never
lose your IMA -113.
The IMA -ID depends on technology. Many IMA members who don't
have access to the Internet will be
connected in the near future. Remember, the fax machine became
valuable only when everyone else invested in one. The Internet also was
a curiosity, but it will soon become
an utter necessity to management
accountants and financial management professionals. ■
Liv Watson is a consultant for Gaither
Technologies, LLC. She can be reached
at Iwatson @gaithertech.com.
Brian L. McGuire, Ph.D., CMA, CPA, is
an assistant professor in the Department
of Accounting and Business Law at the
University of Southern Indiana. He can
be reached at bmeMire@usi.edu.
Miklos A. Vasarhelyi, Ph.D., is the director of the Accounting Research Center at
Rutgers University. He can be reached at
miklosv@andromeda.rutgers.edu.

[LETTERS] cont'd from p. 26

delivery of such programs at a reasonable cost, and communicate the
benefits of continuing education and
professional development to the
membership. Those of us who
believe in continuing professional
education can continue to support
quality programs with our active
participation, rather than impose a
requirement that could reduce membership and increase costs for
remaining members. I will continue
to get the education I need whether
or not IMA membership requires it.
ALAN FLETCHER

I think the rules regarding continuing education [should] be implemented as illustrated. The accounting profession is always in constant
change in both method and additional duties. It is my view that
maintain[ing] a superior level of
proficiency is accomplished through
education. I have thoroughly
enjoyed your leadership in the organization. I am happy with my decision to join the organization one
year ago. Your comments have solidified my commitment to attaining
the CMA and CFM certifications.
RICHARD CH RIS T IANS ON

Financial Forecasts
& Budgets
PFP Prov ides T he Flexi bi li ty, Power
and P res ent at i on Q ual i t y N eeded
To Tam e Your T oughes t Projec ts
Pro - formas for Professionals is a
flexible, fully- integrated, easy -to -use
model, designed to help you prepare
complete financial forecasts and
budgets within a very short
timeframe.

Pfo

The financial
forecasting model
pro-formas
for professionals

Runs in Excel. All formulas are included
and all commands have been automated
Free telephone support – forever.

"The release of PFP Plus
keeps this venerable model
on the leading edge"
— The Bottom Line

New Version Now Available

PFP Std. $399
599
PFP Plus $

Balance Sheets

Income
Cost of

Ratio Analysis

Overhead Schedule
Overhead Analysis

Sales Analysts
Cash Flow Schedule

Pendock Mallorn ltd.
245 8th Ave., #340, NY 10011

(800)567 -4500
www.pendock.com

rFin hanges
anc ial in

Letters
of Credit
Bank Credit
Line

Position

Consolidations
Fixed Asset Budget

Variance Analysis
Business Valuations

Cash

and some need hands -on experience.
Books educate some while tapes are
a necessity for others.
CPE costs and time are prohibitive for younger professionals,
especially those with young families.

do not wish to attract members who
do not show the impetus for attaining or maintaining knowledge on a
consistent basis. Ten hours of CPE
per year for noncertified members is
sufficient.

JILL R.S. VIDRO

S T E P HE N M ICHAE L "M IKE "
VANSCOY, CPA, CMA, CFM

Implementing the 20 hours of CPE
credit will have a negative impact on
the IMA. This requirement is yet
another idea that looks good on
paper but is not practical. Please
consider the following:
Some corporations are not allowing enough "lost time" to accomplish
20 hours of CPE credit regardless if
they are paying for the education or
if the class has applications at the
workplace.
Not all persons learn in the same
way. Some thrive in seminar settings

I believe that the proposed 20 -hour
CPE requirement for certified members is adequate. I'm in a position
that I'm sure others are in whereby
my CPA licensing requirement mandates that I attain 120 hours over
three years with no less than 20 in
any given year. Therefore, the CPE
requirement does not seem very
onerous to me.
I do believe in maintaining a CPE
requirement for members who are
not certified. While I understand the
desire to attract new members, I also

If the IMA feels that CPE is necessary
in order to make the certifications
more valuable to its holders, or make
the organization more attractive to
its members, it is sadly mistaken.
I strongly believe the decline in
membership is due to other, more
fundamental reasons —the same reasons that have me contemplating not
renewing my membership next year
even though I already possess the
CFM designation.
ENRIQUE MAYER
June 2000
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t,EADERSHIP
Leadership. Many have claimed it. One has achieved it.
Robert Half is the leader in specialized financial recruiting, with offices worldwide.

Accounting Manager
Industry leader seeks experienced manager to take complete
responsibility for all aspects surrounding accounting/financial
reporting. Will provide input regarding operations as well as
departmental policies, procedures and budgets. Responsibilities
include understanding the accounting/financial reporting, staff
development, input into department policy and direction, external regulatory/audit requirements, integrating new business and
expanding reporting requirements as they relate to GAAP, systems, statutory and cross - departmental issues /contacts. Must have
7+ years of relevant experience, strong GAAP and overall financial
statement expertise. CMA/CPA is a plus. Salary $60 -70K.

Financial Business Analyst
Exciting opportunity for a Financial Business Analyst to take the
lead in designing and developing improved business processes,
recommending standardized processes using advanced technology
applications and preparing user requirements /specifications.
Responsibilities also include managing test plans, test cases and
complex implementation projects. Business process reengineering
and customer interfacing skills are desired. A working knowledge
of MS Office applications is preferred. Salary $45 -55K.

mounting Manager
National healthcare industry leader is looking for an individual
to fill a key role to manage the segment reporting group. Position will also take the lead role in budgeting, forecasting and
general and administrative analysis. This includes working with
departmental leaders to complete the annual budget and quarterly forecasts and to obtain and present an understanding of the
actual results. Also, this position will develop and monitor inter segment and intra- segment departmental chargebacks and allocations. The ideal candidate will have 6+ years of large company
experience, excellent Excel skills and good written and verbal
communication skills. CPA is a plus. Salary $60 -75K.

Principal Financial Analyst
Great opportunity for a financial analyst to obtain a highly visible position within an expanding department of a national insurance provider. Responsibilities include operational and cost
analysis, project accounting, budgeting, expense forecasting,
development of financial models, labor modeling and analysis,
designing and developing management and financial reports and
assisting in the coordination of month -end close. Requirements
include 8+ years of relevant experience. Salary $60 -70K

Financial Reporting Manager
National healthcare company is looking for a Financial Reporting
Manager with a CPA and/or CFA. Requirements include bachelor's degree in accounting or finance, 5+ years of financial reporting experience, Big 5 and/or corporate reporting experience with
knowledge of EDGAR, FASB and SOP announcements. CMA a
plus. Successful candidate will prepare and review SEC filings,
acquisitions and disposals. Will also manage and train personnel
in processes and procedures. Will improve current procedures and
enhance information flow in order to complete internal and external reporting requirements. Salary to $90K.

Controller
Multimillion - dollar food processing company seeks an experienced hands -on Controller with a manufacturing background.
Successful candidate will serve as a key advisor in the areas of
operations, M&A and investor and bank relations. Requirements
include a strong background in operational accounting (cost and
systems) combined with solid reporting, credit, general accounting and cash management skills. CMA desired. Salary $65 -751.

Senior Accountant
National healthcare company has an immediate need for a Senior
Accountant. Responsibilities include account reconciliation,
financial analysis regarding inventory, accounts payable rebates,
some intercompany accounting and overseeing all general ledger
activity within each respective account. Ideal candidate will also
ensure correctness of data necessary to provide proper presentation of information for financial reporting purposes. Must have a
bachelor's degree in accounting and 3+ years' relevant accounting
experience. Excel and Access proficiency required; Oracle a plus.
Excellent benefits and salary to $48K.

StaffACcountant
Large food distributor seeks an entry-level Staff Accountant.
Responsibilities include all accounting functions for distribution
warehouses, preparing financial statements, month -end closing,
reviewing accounts to make accruals and adjustments, producing
reports for local and upper management and account reconciliation. May also include special project work. Qualified applicants
must have a bachelor's degree in accounting or finance and l+
years of relevant experience. Full benefits and salary to $36K.

Plant Controller
Established manufacturer is searching for an experienced Controller. Candidates must have a bachelor's degree in accounting
or finance and 5+ years of accounting experience. Relevant skills
include accounting responsibilities in a large corporation with
multimillion- dollar revenue. Duties include supervision and
interaction with accounting staff, forecasting, budgeting and
variance analysis involvement. The ideal professional will manage
cost reduction efforts, prepare year -end audit package and conduct periodic audits of material billed. CMA desired. Comprehensive benefits and salary to $85K.

Senior Internal Au&toir
Great opportunity with Fortune 200 consumer products company for Senior Internal Auditor. Responsibilities include evaluating internal controls in operational, administrative and accounting systems and providing recommendations to management.
Will also aid and consult in business process improvements and
system development initiatives and provide general consulting
services to management. Ideal candidate will have a degree in
accounting or information systems with a CPA, CMA or equivalent (MBA preferred) and 3+ years' experience in operational
auditing and /or consulting, including internal control knowledge. Manufacturing experience, strong project management,
communication and presentation skills are also required. Salary
to $55K.

Corporate Controller

Senior Analyst

High - profile service company is seeking an experienced Corporate Controller to oversee all aspects of accounting. Due to
recent acquisition, the company requires SEC reporting knowledge with Big 5 public experience. Company has excellent
opportunity for growth. CPA or CMA preferred. Competitive
benefits, stock options and salary to $95K.

Leading financial organization has an excellent opportunity for a
Senior Analyst. Requirements include 4+ years' experience with
analysis and accounting responsibilities relating to the large
wholesale lending operation with active secondary market sales.
Knowledge in a corporate accounting area of a mortgage banking
company or financial institution required. Public accounting
background a plus, CPA preferred. Salary to $52K.

Credit Manager

DirectorofFinance

Fast- growing IT company has an immediate need for a professional Credit Manager. Will manage the domestic credit function for
two separate divisions. Duties include establishing credit limits,
conducting in -depth financial statement analysis and negotiating
credit arrangements with customers. Qualified candidates will have
a bachelor's degree and 5+ years' experience in credit management.
Advanced financial statement analysis skills are required along with
strong negotiation, communication and PC skills. Developing and
maintaining strong working relationships with internal and external customers is key to this position. Salary to $60K.

Director of Finance needed for growing company to oversee the
accounting function and develop policies and procedures, contracts and business terms. Successful candidate will work closely
with the President and the Director of Operations. Requirements
include commercial construction background, CPA with background in public accounting and 7+ years' experience as Finance
Director. CMA strongly desired. Salary to $100K.

Senior Financial Analyst
Experienced Analyst needed to perform analysis functions,
including budgeting and forecasting. Responsibilities also include
monthly and quarterly forecasting and research of accounting
and SEC issues. Ideal candidate will have 2+ years' experience in
a similar role or a CPA with 3+ years of Big 5 CPA experience.
Must have solid PC and communication skills. Software industry
experience is a major plus. Salary to $55K.

Senior Auditor
A leading biochemical developer is seeking a Senior Auditor.
Duties include financial and operational reviews, preparing risk based audit scopes, verifying accuracy of accounting records and
reviewing the adequacy of manual and automated systems of
internal control. Candidates must have 5+ years' internal audit
experience. Implementation or audit experience with SAP or a
similar systems environment a plus. Ability to work independently or in a team environment required. Ideal candidate will
have a bachelor's degree in accounting or finance. MBA/CPA a
plus. Great benefits package and salary to $60K.

Controller
A heavy equipment company is looking for a supervisor that will
oversee all aspects of the Accounting department. Responsibilities
include daily close procedures, accounts payables, accounts
receivables, financial statements, general ledger and reconcfliations. The ideal candidate will have a degree in accounting with
3+ years of experience. Will also be proficient in all aspects of
accounting. A strong command of the Windows computer environment is required. CMA a plus. Salary to $60K.

Tax Manager
Large corporation seeks manager with 4+ years' tax experience.
Responsibilities include working with federal, state and local tax
issues, payroll tax, property tax, estimated payments and special
projects related to income issues. A bachelor's degree in accounting and 3+ years of public tax accounting required. Past experience with partnerships or complicated corporate issues desired.
CPA a plus. Competitive benefits and salary to $58K.

Senior Accountaii
A leading telecommunications company is seeking an experienced Senior Staff Accountant. This is a terrific opportunity for
growth and advancement. Ideal candidate will have bachelor's
degree in accounting, a CPA and 2 + years' accounting department- related experience through general ledger close. Strong
analytical skills, knowledge of Microsoft Office and excellent
communication skills are also needed. Responsibilities include
preparing, reviewing and reconciling general ledgers and financial
statements of individual business units and reviewing and coordinating monthly accounting reports. Salary to $60K.

Cost Accountant
International manufacturer seeks a Senior Cost Accountant with
3+ years' experience in process costing. Duties include maintaining standard cost files and bills of material, analysis of cost variances and production variances, inventory movements and provisions usage. This is a newly created position with a progressive
and fast- growing company. Excellent benefits and salary to $50K.

Senior Accountant

Staff Accountant
Internet software development company is searching for an energetic, dynamic accountant. The ideal candidate will possess a
bachelor's degree in accounting or related field with 2+ years of
robust accounting experience and strong analytical skills.
Responsibilities include implementation of new accounting software, time - and - expense tracking, payroll accounting, fixed asset
tracking /depreciation, auditing, AM A/R and reconciliations as
well as taxation. Salary to $45K.
.

.......

.....

.

..

...

...

.

..

.

.

..

..

.

..

....

...

..

.

...

..

.

..

.

...

..

.

.........

...

.........

..

....

..

.

..

....

.

..

.

..

.

...

.

.

.

...

.

..

.

..

.

..

.

..

.

.

.

..

.

.

..

.

..

.

..... ..... ... ... ... ....
.

..

.

..

.

.

.

.

..

.

.

..

.

.

.

... ... ..... ... ... ... ... ... ..... ...
.

..

...
.

.

..

..

.

.

.

.

Fast - growing company is looking for a Senior Accountant to join
its team. Will be working directly with the Controller on several
special projects. Day -to -day duties will be focused on the financial statements. Individual will also be expected to utilize knowledge of ERP software in improving current practices. Ideal candidate will have BS /BA in accounting. ERP software knowledge is
imperative. CPA is preferred, and Big 5 experience desired.
Salary to $50K.

Call now for a FREE copy of the Robert Half 2000 Salary Guide.
For more information on these and other professional opportunities, call Robert Half at 800.474.4253
to be connected directly with your local office, or visit our website at roberthalfcom.
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Working for Pizza
Millions of resumes are sent to thousands of employers every year by graduates. Most are
professionally done with a little bit of hyperbole thrown in. But some are so wacky they
become classics. Robert Half, founder of Robert Half International, Inc., began collecting
them 40 years ago and invited employers to submit their own candidates to the "Hall of
Fame." Herewith some of the latest contributions to Resumania"
"I need just enough money to have pizza every night:'
" I am quick at typing, about 25 words per minute, 35 with
caffeinated coffee:'
"I'll need $30K to start, full medical, three weeks of vacation, stock options and ideally a European sedan."
"Experience: Professionally watered 22,500 office plants."
"I'm submitting my resume to spite my lack of C ++ and HTML
experience."
"I have eight arms and eight legs with excellent
interpersonal skills."
Z
W

5
2
W

"Reason for leaving: Want to be facing Times Square so
I can read news."

N
2

O

N

For more bloopers in this genre,

7

go to httl2:/ /www.resumania.com.
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Introducing
the new Becker Conviser CMA Review on CD -ROM.
Like Becker's highly acclaimed CPA Review, our CMA Review
focuses on what you need to know in order to pass.
SActual class lectures (not just outlines on a screen) •Replicates�the�actual
presentation of the computer -based CMA Exam *Includes homework drills and
progress reports to identify weak areas *Study at your own pace

tvc

C O N " S E R
R E V I E W

Circle No. 20

Earn up to 8 semester credit hours towards an MBA and become part of the management team.

For more information check out our web site at www.cma.beckerconviser.com or call us at 800 - 868 -3900.

How to d i v e for d a t a w i t h o u t a t a n k .

It's down there. Somewhere. The piece of
data you need to complete your report. But
how quickly will you be able to uncover it?
With the enhanced PowerDrillr" feature in
SBT ProSeriesT" 6.0, you can dive deep into
your databases, find the numbers you're
looking for, and be up for air in no time flat.
Our relational browser technology lets you
tab between custom windows, drill down on
any key field, and view as much transaction
detail as you need.
Every one of the new Pro Series 6.0 features
was designed to improve your speed and
capabilities: Message Master"-La point and -click system for sending any form or
report via email, fax or as a file attachment;
ProAlert'-La trigger -based system for automating process flows; MAPI email and
Microsoft® Internet Explorer accessibility,
and many more.
Based exclusively on Microsoft Visual Studio!
Pro Series 6.0 offers unlimited options for
customization and growth, and is the smart
choice for any company that wants to use
technology as an advantage.
Isn't it time your company took the plunge?
To find out more, call us at 800 -873 -7282.

' RY IT FREE
Call 800-873-7282,

.Accounting Systems
® 2tH)Il SBT Accounting Systems. All Rights Reserved. SBT is a registered trademark, and the SBT logo, SBT Accounting
Systems, SBT Pro Series, ProAlert, SBT PowerDrill and MessageMaster are trademarks, of SBT Accounting Systems. All
other brand and product names are trademarks of their respective owners.

ax your request to
261 -2660, or visit us
vw.sbt.comladoffers
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