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Chapter 5 

Description of the data sets 

In this Ph .D. thesis data are used on auditors. The data have been collected to 
compare job mobility and job performance of differently educated people having 
the same profession. Two data sources have been used, namely firm data and 
data collected at a nationwide survey among auditors. This latter data set has 
been collected by ourselves in order to compare career paths and performances 
at the labor market of differently educated auditors in the Netherlands. About 
3,000 auditors registered at Nivra have been questioned in order to get detailed 
information on their entire career in and outside auditing and current job(s). The 
data set of the firm is from one of the largest audit firms in the Netherlands. 
With this data set it is possible to compare job performance of Nivra and full-
time educated auditors within a firm. 

5.1 Auditors survey 
For the analysis of the career of full-time and Nivra educated auditors a survey 
among auditors aged 32-65 years has been done1 . All auditors in the Netherlands 
are registered at Nivra. At September 1, 1998 there were about 11,000 auditors 
in the Netherlands. 7,812 of them were working and aged 32-65 at the time of 
drawing the sample. A random sample of 3.165 working auditors aged 32-65 
years has been drawn from the register of the Nivra. After removing auditors 
who are working or living abroad 2,994 accountants were left in the sample. 

A pilot survey was held among 22 auditors working in different sectors in or
der to validate the questions in the survey. This resulted in major improvements 

^ h e main objective of the auditors survey was to collect data for analyzing the 
labour market history of differently educated auditors. Because of this objective and 
because of budget limitations we have decided to exclude the youngest auditors (aged 
<32 years) from sampling. 
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in the survey. A few weeks before the actual mailing of the survey an article was 
published in the 1998 December issue of 'De Accountant', a magazine which is 
sent to all members of Nivra. The article's purpose was to promote this research 
and to motivate the readers of 'De Accountant' to fill in the survey in case they 
received a questionnaire. 

The survey was sent to the people in the sample at mid-December. At mid 
January 1999 1.214 auditors had returned their survey. The response on the first 
survey was 40.6% which is quite high. In order to get an even higher response 
in the last week of January 1999 the second survey was sent to the people who 
had not sent back the survey the first time. At mid March most questionnaires 
of the second mailing were returned. The total response on the survey was 1599 
surveys or 53.5%. 

5.1.1 About the questionnaire 
The survey has been set out in order to gather information on former and current 
jobs of the auditors. Questions were included on secondary education, accoun
tancy training, characteristics of the current job(s), characteristics of the current 
employer(s), gross wages and on the jobs they have had since they started work
ing in auditing. Of each job the respondent was asked to indicate in what period 
(s)he was holding that job, the job title, whether (s)he has changed employer 
and whether his/her wages increased, decreased or stayed more or less the same 
compared with the wage in the former job. Furthermore, questions were asked 
related to performance at their pre-university education, why they choose the 
type of accountancy training they had chosen and the usual social background 
and personal characteristics, like date of birth, marital status and number of 
children. 

5.1.2 Representativeness of the data set 
In order to see whether the auditors in the data set represent the population 
of auditors well some summary statistics on the population and the sample are 
given in table 5.1. The sample and the population are compared on age, gender, 
education and sector. The population statistics are from the membership roll of 
the Nivra. The population statistics of the Nivra refer to the same group as our 
sample, namely all auditors who are registered at Nivra at September 1, 1998, 
who are working in the Netherlands and who are aged 32-65. 

The statistics of the population and the sample are very similar. The dis
tribution of age in the sample is almost the same as the age distribution of the 
population. The percentage women in the sample and in the population hardly 
differ. The distribution of the auditors over the sectors is also very much alike. 
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Auditors working in financial management are slightly underrepresentated. The 
Nivra definition is used here to compare the percentage of people with a par
ticular accountancy training. An auditor who has passed his final exam in ac
countancy at Nivra, respectively post-doctoral university is registered as having 
a Nivra respectively a university education. In the sample the auditors with a 
Nivra education are slightly overrepresented (60.7% in the sample against 55.7% 
in the population). 

Summarizing, there are no indications that there has been serious selectivity 
in the response. The population and sample statistics on age, gender, education 
and sector are very similar. 

Table 5.1 
Population and sample statistics 

population sample 
12/1998 

age frequency % frequency0 % 
32-40 years 3,642 47.4 756 47.7 
41-50 years 2,506 32.6 504 31.8 
51-65 years 1,540 20.0 324 20.4 
gender 
female 386 5.0 83 5.2 
male 7,302 95.0 1,503 94.8 
education 
Nivra (Nivra) 4,284 55.7 924 60.7 
full-time 3,404 44.3 599 39.3 
sector 
public accountancy 3,054 39.7 633 40.4 
public sector 806 10.5 306 11.6 
internal accountancy 386 5.0 106 6.8 
education/research 57 0.7 24 1.5 
fin. management 3,381 44.0 499 39.7 
(public + private sector) 
aBecause of item non response the summation of the 
frequencies in the sample does not add to 1599. 

The number of women in the sample is quite low. Furthermore, the number 
of people working in education and research is low. This may cause estimation 
problems in empirical analyses. Therefore, the samples and the explanatory 
variables used for the empirical analyses in chapter 6 to 10 differ. For example, 
women are excluded from the analysis in one chapter but not in the other. 
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5.2 Firm data 

For the analysis of job performance and tenure of audit employees use is made 
of company data of one of the largest audit firms in the Netherlands. The data 
set contains the personnel records of all the firm's audit employees who are 
studying accountancy or who already are auditor at January 1, 1992. People 
who were already a partner of the firm in 1992 are not included in the sample. 
The company employed about 1,120 accountancy students/auditors in 1992. 

The data set contains a number of variables from the personnel records of 
these people (yearly updated) over the period 1992-1998. It does not contain 
information of people who enter the firm after January 1, 1992. Not all 1992 
audit employees stay with the firm during the 1992-1998 period; table 5.2 shows 
that almost 2/3 have left the firm during this period. The percentage audit 
employees who left the firm during the observation period is relatively stable 
over time; on average about 14% of the employees leave the firm each year. 
During the first half of the nineties the firm wanted to cut down expenses. This 
explains the rise in the percentage of leavers from 11.3 to 16.7%. However, this 
policy was abandoned in the period thereafter resulting in the decline of the 
percentage of leavers. 

Table 5.2 
Number of employees from the 1992 cohort 
year # Nivra # full-time total left the firm (%)a 

1992 631 493 1.120 _ 

1993 548 445 993 11.3 
1994 463 382 845 14.9 

1995 390 314 704 16.7 
1996 330 273 603 14.3 
1997 280 237 517 14.3 
1998 239 206 445 13.9 
a percentage leavers from the total number of audit 
employees in the previous year 

In table 5.3 the distribution of the total number of employees over the dif
ferent job titles is given. It describes the situation as it was at January 1, 1992. 
The percentage employees who left the firm in 1992 is also given per job title. 
Between 7 and 27 % of the employees in a particular job left in 1992. The hi
erarchy in the firm is very simple; in the top row the lowest position (assistant 
1) is shown and in the bottom row the highest position is shown i.e. senior 
manager. Moving down the rows the job titles increase in the firm's hierarchy. 



5.2. FIRM DATA 63 

The hierarchy is pyramid-like with the most employees in the assistant positions 
and the fewest employees in the senior management positions. An employee can 
usually leave his current position in only two ways: (s)he can be promoted to the 
next highest position or (s)he has to leave the firm. The best senior managers 
can become partner of the audit firm. 

People who start working at the audit firm usually start in one of the fol
lowing three jobs: assistant 1 (graduates from VWO), assistant 2 ( graduates in 
business economics at higher vocational education (HVE)) or assistant 3 (HVE 
graduates in accountancy and university graduates in economics). Only very 
few audit employees enter the firm at a higher position. Employees who are 
assistant 3 or who have just started working as junior manager are usually not 
auditor yet. They have to finish the last part of their accountancy training. For 
both types of students this last part of the accountancy training is part-time, 
although it is offered by different educational institutions. 

Each year the job performance of the audit employees is evaluated by their 
supervisor. If people perform well they can stay or get promoted to the next 
highest position. If people do not perform well a few years in a row they are 
supposed to leave the firm. However, there are also people who perform well 
who leave the firm. Unfortunately, we can not distinguish between people who 
leave the firm voluntarily or involuntarily. 

Table 5.3 
Number of employees per job title as at Jan 1, 1992 

job title number of employees % left at Jan 1, 1993 
assistant 1 197 20.8 
assistant 2 219 11.4 
assistant 3 359 8.7 
junior manager 217 7.4 
auditor 62 14.5 
manager 51 9.8 
senior manager 15 26.7 
total 1,120 11.2 

The personnel records give information on personal characteristics, starting 
position in the firm and current status in the firm of the employees. More pre
cisely, the data set contains the following personal characteristics: date of birth, 
gender, marital status, number of children and type of accountancy training. 
It contains the following variables on start position: job title, starting date of 
first job at the company, and the following variables related to the current job 
(yearly updated): job title, the entrance date of the current job, number of hours 



64 CHAPTER 5. DESCRIPTION OF THE DATA SETS 

worked a week2, office location, department, job performance and wage. Finally, 
the quit date is recorded for those who have left the firm. In table 5.4 summary 
statistics are given for the variables in the sample as they were at the beginning 
(January 1, 1992) and the end of the observation period (January 1, 1998). 

Table 5.4 
Summary statistics variables of personnel records 1992 and 1998 

Nivra (n=631) full-time (n=493) 
variables mean sd mean sd 
January 1992 
age 23.62 3.32 27.31 4.03 
married 0.19 0.40 0.35 0.48 
# children 0.06 0.33 0.15 0.56 
female 0.22 0.42 0.17 0.38 
job performance 6.77 3.69 6.72 3.71 
wage*fl 1000,- 3452 1305 4797 1303 
Randstad 0.55 0.50 0.65 0.48 
job level 1 (assistant 1, 2 and 3) 0.82 0.38 0.53 0.50 
job level 2 (junior manager, auditor 0.18 0.38 0.44 0.50 
and manager) 
job level 3 (senior manager) - - 0.03 0.17 
first year employed (median) 1988 1989 

January 1998 Nivra (n=235) full-time (n=206) 
mean sd mean sd 

age 28.14 3.23 31.74 3.53 
married 0.54 0.50 0.73 0.45 
# children 0.35 0.70 0.63 0.99 
female 0.15 0.36 0.17 0.38 
job performance 6.37 2.99 5.60 3.68 
wage*fl 1000,- 6157 1735 7250 2515 
Randstad 0.60 0.49 0.66 0.48 
job level 1 (assistant 1, 2 and 3) 0.22 0.42 0.02 0.15 
job level 2 (junior manager, auditor 0.64 0.48 0.61 0.49 
and manager) 
job level 3 (senior manager) 0.14 0.35 0.37 0.48 
first year employed (median) 1988 1989 

2There are only a few people who don not work full-time. Therefore, the variable 
'hours worked' is not included in the analyses. 


