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Accounting Shows

Hone your skills and broaden your knowledge of emerging disciplines through general updates and specialized 
content at these two-day, multi-track events.

The 2019 OSCPA Signature Events bring together topics, people and solutions that will keep you ahead of the 
exciting changes that are revolutionizing the profession. Experience engaging and interactive learning, expand 
your professional network, and explore cutting-edge business solutions—all while earning the CPE you need to 
stay on top of your game.

Are you prepared to help 

TRANSFORM 
THE ACCOUNTING INDUSTRY?

Fall Core Conferences

Get current on key updates and signifi cant changes at these one-day, multi-track events offering up to 
8 hours of CPE.

Sector Events

Get the targeted learning you need in specifi c complex practice areas and niche industries.

Date Title Product #

9/25 - 9/26 Cincinnati Accounting Show 52692

10/29 - 10/30 Cleveland Accounting Show 52689

11/7 - 11/8 Columbus Accounting Show (webcast available) 52695

Date Title Product #

9/18 Akron Fall CPE Conference 53542

11/14 Dayton Fall CPE Conference 53541

12/12 Northeast Fall CPE Conference 52687

12/17 Northwest Ohio CPE Conference (Toledo) 53549

Date Title Product #

6/18 Business Development Workshop 52598

6/19 Cleveland Not-for-Profi t Conference 52632

6/20 Columbus Not-for-Profi t Conference (webcast available) 52633

6/27 Women, Wealth & Wellness Conference 52553

7/10 Business Development Workshop 52599

8/20 Business Development Workshop 52600

8/22 Accounting Technology Conference 52728

8/28 Financial Institutions Conference (webcast available) 53042

10/24 Health Care Summit (webcast available) 53543

12/9 - 12/10 Mega Tax Conference (webcast available) 52729

12/19 Fraud and Forensic Accounting Conference (webcast available) 53546

For event information, visit my.ohiocpa.com



MAY  |  JUNE  2019  |  1

MAY  |  JUNE  2019

CONTENTS CPA

VOICEMay
June

2019

The Ohio Society of Certified Public Accountants

in depth

feature

Self-assessment exam 
The exam is now free for members!

Keeping up with exploding disclosures 
FASB took a step to better address principles for disclosures in new ASUs 
and changes to the conceptual framework released in August 2018.

Accounting for crypto assets 
The profession is still grappling with how to categorize cryptocurrency.

How to partner with a search consultant 
With forethought and focus, a search consultant could help you in attaining 
star professionals.

How to identify poor performing 
managers and the risks they might bring 
Know the warning signs of poor performing managers before it's too late.

Kicking down the door 
It's not enough to simply discuss supporting women in their career, 
organizations must take action.

A blueprint for taking authentic  
steps toward gender parity in  
your organization 
Every organization should regularly assess their culture and practices to 
ensure they are working toward gender parity. 

4

6

16

22

26

28

12

MANAGING EDITOR: 
Gary Hunt, CAE – ghunt@ohiocpa.com

EDITOR: 
Jessica Salerno – jsalerno@ohiocpa.com

GRAPHIC DESIGN: 
Kyle Anderson – kanderson@ohiocpa.com

EDITORIAL OFFICES
CPA Voice
4249 Easton Way, Suite 150 
Columbus, OH 43219
Tel:  614.764.2727 | Fax:  614.764.5880
Email:  CPAVoice@ohiocpa.com
Website:  ohiocpa.com

ADVERTISING
For our display advertising rates or a copy of 
our media kit, contact us at sales@ohiocpa.com 
or by calling 614.764.2727. 

ARTICLE SUBMISSIONS
We welcome submissions of analytical articles 
on issues relevant to Ohio CPAs. Desired length 
is 800-1200 words. Send an electronic copy 
with a cover letter to the editor at the email 
address above. Please note that CPA Voice is 
not a peer-reviewed journal.

SUBSCRIPTIONS/CIRCULATION
Members of The Ohio Society of CPAs  
receive CPA Voice as a member benefit. 
Nonmembers may subscribe for $39.95 
annually. To update your mailing address or to 
subscribe to CPA Voice, contact your Member 
Service Center at 614.764.2727.

REPRINTS
To order reprints of CPA Voice articles, or 
for reprint permission, contact the editor at 
the address above.
CPA Voice is the official magazine of The Ohio Society of Certified Public Accountants. CPA 
Voice’s purpose is to serve as the primary news and information vehicle for the more than 
22,000+ Ohio CPA members and professional affiliates. Articles are reviewed for technical 
accuracy. However, the materials and information contained within CPA Voice are offered as 
information only and not as practice, financial, accounting, legal or other professional advice. 
While we strive to present accurate and reliable information The Ohio Society of CPAs 
makes no warranties regarding the accuracy of the information provided herein. Readers 
are strongly encouraged to conduct appropriate research to determine the accuracy of the 
information provided and to consult with an appropriate, competent professional adviser 
before acting on the information contained in this publication. The statements of fact, 
thoughts, advice and opinions expressed in CPA Voice are those of the authors alone and 
do not represent or imply the positions, opinions, nor endorsement of The Ohio Society 
of CPAs or of its publisher, editors, Executive Board, or members. It is our policy not to 
knowingly accept advertising that discriminates on the basis of race, religion, gender, age 
or origin. The Ohio Society of CPAs reserves the right to reject paid advertising in its sole 
discretion. We do not necessarily endorse the resources, services or products unrelated to 
The Ohio Society of CPAs that may appear or be referenced within CPA Voice, and make no 
representation or warranties about those products or services or the accuracy and claims 
regarding those products and services. Advertisers and their agencies assume liability for 
all advertisement content and responsibility for all claims resulting from such advertisements 
made against The Ohio Society of CPAs.

The Ohio Society of CPAs does not guarantee delivery dates for CPA Voice and disclaims 
all warranties, express or implied, and assumes no responsibility whatsoever for damages 
incurred as a result of delivery delays.

CPA Voice (ISSN 0749-8284) is published six times per year by The Ohio Society 
of CPAs, 4249 Easton Way, Suite 150, Columbus OH 43219, 614.764.2727,  
fax 614.764.5880. Subscription price for non-members: $39.95.

Copyright © 2019 by The Ohio Society of CPAs; all rights reserved. No part of the contents 
of CPA Voice may be reproduced by any means or in any form, or incorporated into any 
information retrieval system without the written consent of CPA Voice. Permission requests 
may be sent to the editor at the address above. While care will be given to all materials 
submitted for publication, we do not accept responsibility for unsolicited manuscripts, 
and they will not be returned unless accompanied by a self-addressed postage  
prepaid envelope.

Periodicals postage paid at Columbus, OH and at additional mailing offices. POSTMASTER: 
Send address changes to: CPA Voice, The Ohio Society of CPAs, 4249 Easton Way, Suite 
150, Columbus OH 43219.

Volume 11, Issue 3



2 | CPA Voice

You’ve heard, and most likely experienced for yourself, that the pace of change in the profession is faster than 

ever before. But one area continues to lag behind: that of increasing female leadership in accounting.

According to Accounting Today, since 2014 the number of women leading Top 100 Firms has more than tripled. 

The number is encouraging, but as the article notes, perspective is important here. In 2014, 2% of the Top 100 

had a female managing partner; that number stood at 7% by the end of 2018. 

Progress yes, but it’s simply not enough.

Seeing women in visible leadership roles is valuable, as noted for two critical reasons in our feature story from 

Rachel Bauer at the Gild Collective:

“First, seeing others who look like you in leadership positions allows you to imagine yourself in those positions. 

Second, if there is not enough diversity represented at the metaphorical and literal decision-making table, it is 

impossible for firms to take diverse needs into account.”

There has never been a time when our profession couldn’t benefit from diverse leaders who bring more 

perspective to the current state and future of accounting. As Bauer notes, seeing those who look like you in 

leadership is a crucial part of signaling to the next generation of leaders there is a place for them in accounting. 

As we continue to make efforts in building the pipeline, our profession can’t afford to lose smart, capable 

individuals because they don’t see a spot for themselves in the higher ranks. 

We are committed to improving the future for women in accounting, and with that in mind on June 27 are holding 

our Women, Wealth and Wellness Conference, an event designed to help women achieve their own personal 

definition of success. The conference will focus on work-life integration, pay equity, growing your network and 

more. You can register now at ohiocpa.com/defineyoursuccess.

How is your organization 
supporting women in  
the profession?

 from our CEO
a word
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As we work every day toward advancing the state of business, those efforts include a future that is inclusive of all in 

business. I’d encourage you to consider how your company can do more to make sure our profession and leadership is 

representative of the communities it serves.

SCOTT D. WILEY
President and CEO

swiley@ohiocpa.com  |  614.321.2218 (o�  ce)  |  614.546.9430 (cell)
Twitter: @ScottDWiley  |  LinkedIn: www.linkedin.com/in/scottwileycae

Answer the 12 required questions on the next page based 
on content in CPA Voice and submit your answers to 
The Ohio Society of CPAs. Receive a grade of 70% or 
better and earn one hour of CPE credit in specialized 
knowledge. 

Costs 
Members  Free 
Nonmembers   $40

Exams remain available online – and may be completed 
for CPE – through the same month of the following 
calendar year.

Online Instructions

1. Log in to my.ohiocpa.com 

2. Search “CPA Voice” and then find the 
appropriate exam and click “Add to cart.” 

3. Purchase the exam. 

4. On the Confirmation Page click “Go to your 
learning center.” 

5. The exam will be available under the “Current” 
section. Click “Launch.”

Self-Assessment Exam Results 
Respondents taking the exam online receive 
their results immediately. Respondents who 
pass with a grade of 70% or better receive one 
hour of CPE credit in specialized knowledge, as 
approved by the Accountancy Board of Ohio.

MAY/JUNE 2019  |  Product ID: #53556Self-Assessment Exam



Keeping up with exploding disclosures
1. Which areas of accounting has FASB targeted for a 
narrowing of disclosures?
A.  Fair value measurements

B.  Lease accounting

C.  Revenue recognition

D.  Business combinations

2. Which of the following fair value disclosures did 
FASB target for elimination in ASU 2018-13, Fair Value 
Measurements Disclosure Framework- Changes to the 
Disclosure Requirements for Fair Value Measurements?
A.  The amount and reasons for transfers between the Level 1 and 

Level 3 categories of the fair value hierarchy.

B. The valuation process for Level 1 fair value measurements

C. The policies affecting the types of transfers that a company 
can make between fair value levels

D. The valuation process for Level 3 fair value measurements

3. How many disclosure requirements did the FASB target 
for elimination in ASU 2018-14, Compensation, Retirement 
Benefits, Defined Benefit Plans- General Disclosure 
Framework- Changes to the Disclosure Requirements for 
Defined Benefit Plans?
A.  Five

B.  Ten

C.  Six

D.  Eleven

4. Which defined benefit plan disclosures were added by ASU 
2018-14?
A.  An explanation of the reasons for insignificant gains and 

losses related to changes in the benefit obligation for the 
period.

B.  The weighted-average interest crediting rates for cash balance 
plans and other plans with promised interest credit rates.

C.  The valuation of liquid assets and cash flow

D.  The discount rates used to value the pension plans assets

5. The proposed ASU dealing with income tax disclosures 
would eliminate the requirement for all entities to disclose the 
nature and estimate of the range of the reasonably possible 
change in the unrecognized tax benefits balance in the next 
_______ months.
A.  Eleven

B.  Twelve

C.  Thirteen

D.  Fourteen

6. The proposed ASU would add which new disclosure for  
all entities?
A.  Income (or loss) from continuing operations before income tax 

expense (or benefit) and before inter-entity eliminations. 

B.  Income taxes paid disaggregated between federal, state,  
and foreign

C.  Income tax expense from continuing operations disaggregated 
between federal and local tax expenses.

D.  All of the above are correct

7. Which of the following footnotes are important to consider 
during the transition to the new ASU disclosure requirements?
A.  Income taxes- do not disclose open tax years even in instances 

where an uncertain tax position is present.

B.  Net asset categories- Assure that the non-profit entity 
appropriately categorizes its net assets as either restricted, 
restricted near-term or unrestricted. 

C.  Cash- Appropriately categorize items such as cash, or  
as non-cash

D.  Variable interest entities- disclosing adoption of the variable 
interest consolidation exceptions available to publicly  
traded companies.

Accounting for crypto assets
8. What type of asset is a crypto-currency?
A.  Cash or cash equivalent

B.  Inventory

C.  Investment

D.  Intangible asset

How to partner with a search consultant
9. What is a recommended question to ask an executive search 
consultant before hiring them?
A. What is your understanding of the public accounting 

marketplace?

B.  Does your approach to executive-search services fit the plan for 
my firm?

C.  Can you be a resource, when I need to fill key positions?

D.  All of the above are correct.

10. If speed is your goal then the ______ search approach 
should be considered.
A.  engaged

B.  retained 

C.  contingent 

D.  open-until-filled

11. What search process involves a payment of money to the 
recruiter at the time of engagement, with these payments 
being made to cover the recruiter’s expected costs?
A.  Engaged search

B.  Contingent search

C.  Completed search

D.  Retained search

12. Which type of search is typically reserved for partner-level 
or C-level searches?
A.  Engaged searches

B.  Completed searches

C.  Retained search

D.  Contingent search
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Prepare your team with the knowledge and skills they need to grow your business 
with OSCPA’s Custom Learning Solutions.

CUSTOM TRAINING

OSCPA learning consultants can design specifi c programs based on your 
organization’s unique needs, business objectives and market opportunities.

CERTIFICATE PROGRAMS

OSCPA’s certifi cate programs build skills and highlight competencies
in a defi ned area.

PACKAGED COURSES ON CORE CONTENT

Focus on technical knowledge and business acumen through 
packaged curricula.

Contact Tiffany Crosby, CPA, CTP, director of learning, at tcrosby@ohiocpa.com or 
614.764.2727 x2255 for more information on how OSCPA can meet your learning needs.

Tailor team learning to strategic goals

Got Wi-Fi? Get CPE.

Your OSCPA membership includes On-Demand Series I & II—
learning videos that you can watch from anywhere in the world 
and earn hours of free CPE.

• Sign into your account

• Watch ‘em all

• Rake in free CPE

Register today at

On-Demand Series I runs through June 30.

It’s just one more way it pays to be an OSCPA member.

ohiocpa.com/OnDemandCPE
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By Laura Hay, CPA, CAE

     & auditing
accounting 
Keeping up with exploding disclosures
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A new Chapter 8, of Concepts Statement 8, Notes to Financial 

Statements, provides a decision-making framework for FASB 

to follow in establishing disclosure requirements to more 

clearly align disclosures required by U.S. GAAP with the 

needs of financial statement users.

Chapter 3 of the conceptual framework, Qualitative 

Characteristics of Useful Financial Information, was also 

updated with new guidance for materiality, to better align the 

FASB definition of materiality with guidance from the SEC, 

PCAOB, AICPA, and the U.S. judicial system.

With the release of the changes, the board expressed intent 

to determine a narrower set of disclosures with consideration 

of whether the potential benefits to users justify the costs, 

initially focusing on fair value, employee benefit plans, 

inventory and income taxes. A series of Accounting Standards 

Updates have addressed these topics.

Fair Value

ASU No. 2018-13, Fair Value Measurement (Topic 820): 
Disclosure Framework – Changes to the Disclosure 
Requirements for Fair Value Measurement.

Applying the new conceptual framework guidance to fair 
value disclosures, FASB eliminated four requirements in which 
it was determined that the preparation costs did not provide 
corresponding decision-usefulness:

• The amount of and reasons for transfers between Level 1 
and Level 2 of the fair value hierarchy

• The policy for timing of transfers between levels

• The valuation process for Level 3 fair value measurements

• For nonpublic entities, the changes in unrealized gains 
and losses for the period included in earnings for recurring 
Level 3 fair value measurements held at the end of the 
reporting period.

As convergence projects and the needs of users continue to expand 
footnote requirements, FASB took a step to better address principles for 
disclosures in multiple new and proposed Accounting Standards Updates 
and changes to the conceptual framework released in August 2018.

Not-for-profi ts face many of the same challenges as the for-profi t 
world, but with fewer resources. Get a roadmap for navigating 
these complexities at the 2019 Not-for-Profi t Conference.

• Discover insightful information on QuickBooks that will help 
you streamline routine processes.

• Tackle talent recruitment and board of directors best practices 
to support growth.

• Break down the fi nancial reporting framework, enterprise risk 
management challenges and impact of tax reform to lay a 
foundation for success.

Streamline  |  Support  |  Succeed

Cleveland
June 19, 2019
Product #52632

Columbus
June 20, 2019
Product #52633
Webcast #52985

Cleveland/Columbus
Not-for-Profit Conference

ohiocpa.com/NFP19

For details or to register, visit
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FASB also modified certain requirements for Level 3 
rollforward disclosures, timing of liquidation disclosures 
and measurement uncertainty disclosures. Two additional 
disclosure requirements were added for public entities. The 
amendments are effective for fiscal years and interim periods 
within those fiscal years beginning after Dec. 15, 2019. Early 
adoption is permitted.

Employee benefit plans

ASU No. 2018-14, Compensation – Retirement Benefits – 
Defined Benefit Plans – General (Topic 715-20): Disclosure 
Framework – Changes to the Disclosure Requirements for 
Defined Benefit Plans.

The ASU eliminates six disclosure requirements:

• The amounts in accumulated other comprehensive 
income expected to be recognized as components of net 
periodic benefit cost over the next fiscal year

• The amount and timing of plan assets expected to be 
returned to the employer

• The disclosures related to the June 2001 amendments to 
the Japanese Welfare Pension Insurance Law

• Related party disclosures about the amount of future 
annual benefits covered by insurance and annuity 
contracts and significant transactions between the 
employer or related parties and the plan

• For nonpublic entities, the reconciliation of the opening 
balances to the closing balances of plan assets 
measured on a recurring basis in Level 3 of the fair value 
hierarchy. However, nonpublic entities will be required to 
disclose separately the amounts of transfers into and out 
of Level 3 of the fair value hierarchy and purchases of 
Level 3 plan assets

• For public entities, the effects of a one-percentage-point 
change in assumed health care cost trend rates on the (a)
aggregate of the service and interest cost components 
of net periodic benefit costs and (b) benefit obligation for 
postretirement health care benefits.

Two disclosure requirements are added:

• The weighted-average interest crediting rates for cash 
balance plans and other plans with promised interest 
crediting rates

• An explanation of the reasons for significant gains and 
losses related to changes in the benefit obligation for  
the period.

The ASU also clarifies requirements for ABO and PBO 
disclosures. The amendments are effective for fiscal years 
ending after Dec. 15, 2020, for public entities and for fiscal 
years ending after Dec. 15, 2021, for all other entities. Early 
adoption is permitted.
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THE REGION’S LEADING INCOME TAX REDUCTION EXPERTS

Building Purchases • New Construction • Leasehold Improvements

DO YOU HAVE INCOME TAX 
DEDUCTIONS HIDING IN 
YOUR BUILDING?

• Cost Segregation

• Energy Efficiency Certifications (179D)

• New IRS Repair v. Capitalization

THE REGION’S LEADING INCOME TAX REDUCTION EXPERTS

Call Craig Miller
Cleveland 440.892.3339 / Columbus 614.949.4185

Detroit 248.752.7433
or visit our website www.costsegexperts.com

DO YOU HAVE INCOME TAX 
DEDUCTIONS HIDING IN 
YOUR BUILDING?

THE REGION’S LEADING INCOME TAX REDUCTION EXPERTS

Call Dennis Duffy or Craig Miller 
Cleveland 440.892.3339 / Columbus 614.949.4185  

Detroit 248.752.7433  
or visit our website www.costsegexperts.com

Many building owners have millions of dollars in 
income tax deductions they don’t know about.
 
If you own commercial or industrial property and need more 
tax deductions, let our Cost Segregation professionals furnish 
you with an estimate. It won’t cost you anything to find out! 

DUFFY1-06-13_fp.indd   1 4/25/13   4:02 PM
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Call Dennis Duffy or Craig Miller 
Cleveland 440.892.3339 / Columbus 614.949.4185 / Detroit 248.752.7433  

or visit our website www.costsegexperts.com

DO YOU HAVE INCOME TAX  
DEDUCTIONS HIDING IN YOUR BUILDING?

Realize Permanent Tax Savings with New Tax Laws

Inventory

On Jan. 10, 2017, the Board issued a proposed Accounting 
Standards Update, Inventory (Topic 330): Disclosure 
Framework—Changes to the Disclosure Requirements for 
Inventory. The due date for comment letters was March 
13, 2017. Among new requirements of the ASU would 
be disaggregation of inventory by component and by 
measurement basis, disclosure of costs capitalized into 
inventory, LIFO liquidations and LIFO replacement costs.

The board is still considering constituent comments. 
FASB staff were instructed to conduct additional outreach 
and research on the proposed disclosure requirements 
for changes to the inventory balance, and application of 
proposed disclosures particularly to the manufacturing and 
wholesale businesses.

Income taxes

On March 25, 2019, the board issued a proposed Accounting 
Standards Update, Income Taxes (Topic 740): Disclosure 
Framework – Changes to the Disclosure Requirements for 
Income Taxes, with a due date for comment letters of May 31, 
2019. The draft not only takes into consideration the guidance 
in Chapter 8 of Concepts Statement 8, but also the effects of 
changes in tax law from the Tax Cuts and Jobs Act.

The proposed ASU would eliminate the requirement for all 
entities to (1) disclose the nature and estimate of the range 
of the reasonably possible change in the unrecognized 
tax benefits balance in the next 12 months or (2) make a 
statement that an estimate of the range cannot be made. The 
amendments would also remove the requirement to disclose 
the cumulative amount of each type of temporary difference 
when a deferred tax liability is not recognized because of the 
exceptions to comprehensive recognition of deferred taxes 
related to subsidiaries and corporate joint ventures.

The proposed ASU would add three new disclosures for  
all entities:

• Income (or loss) from continuing operations before 
income tax expense (or benefit) and before intra- 
entity eliminations disaggregated between domestic  
and foreign

• Income tax expense (or benefit) from continuing 
operations disaggregated between federal state  
and foreign

• Income taxes paid disaggregated between federal,  
state and foreign

An additional three disclosures are required for public 
entities. The amendments would also modify the existing rate 
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reconciliation requirement for public entities to be consistent 
with SEC regulations.

The amendments clarify that the disclosure of income 
taxes paid during the period is required for interim periods. 
Amendments would be applied prospectively. The effective 
date and whether early adoption will be permitted will be 
determined after the board considers stakeholder feedback.  

Keeping up

OSCPA’s technical reviewers note that disclosure exceptions 
have reduced in the last couple of years, but they expect 
these peer review findings to increase as new standards 
become effective, including revenue recognition and  
lease implementation. 

Footnotes to watch currently, per Tom Bowns, CPA,  
technical reviewer:

• Cash - determining what is cash and what is not

• Fair value – getting all the disclosures in and accurately 
capturing and testing levels

• Income taxes – don’t have to disclose open tax years 
unless there is an uncertain tax position

• Employee benefit plans – parties in interest and fair  
value disclosures

• Adoption of new standards – disclosing in footnotes

• Concentrations of credit risk – omitting

• Variable interest entities – not disclosing adoption of 
exceptions for private entities

• Not for profit – missing endowment disclosures

• Notes payable – noncompliance with covenants or 
covenant waivers

Kathleen Hoover, CPA, OSCPA Peer Review Committee 
Chair, notes that staff training on the completion of disclosure 
checklists is critical, making sure staff are aware not to simply 
check “yes” or “N/A” on items they don’t understand or by 
comparing to the prior year. Make sure that staff are aware 
that they should ask “is this different?” or “is this new?” and 
that asking the question does not reflect poorly on them.

Managers and engagement partners also need to pay close 
attention when reviewing disclosure checklists prepared 
by staff. One often-noted peer review finding that covers 
engagements with multiple errors is that inadequate 
supervision or review (not the inexperience of staff) is a root 
cause of findings.

Laura Hay, CPA, CAE, is executive vice president of The Ohio 
Society of CPAs and staff liaison to the Accounting & Auditing 
Committee. She can be reached at Lhay@ohiocpa.com  
or 614.321.2241.

FAST FACTS

In several recent 

and proposed ASUs, 

FASB eliminated 

requirements in which 

it was determined 

that the preparation 

costs did not provide 

corresponding 

decision-usefulness.

FASB continues to research 

proposed inventory 

disclosures, including 

disaggregation of inventory 

by component and by 

measurement basis, disclosure 

of costs capitalized into 

inventory, LIFO liquidations and 

LIFO replacement costs.

Staff training on the 

completion of disclosure 

checklists is critical, make 

sure staff aren’t simply 

checking “yes” or “N/A”  

on items they don’t 

understand or by comparing 

to the prior year.

FASB took a 

step to better 

address principles 

for disclosures 

in changes to 

the conceptual 

framework released 

in August 2018.

1. 3. 4.2.
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SIMPLE ONLINE 
PAYMENTS FOR 
CPA FIRMS

cpacharge.com/ohiocpa
 866-472-4761

Special offer for OSCPA members

CPACharge is an easy-to-use practice management tool trusted by 
more than 60,000 successful professionals, developed exclusively for 
CPAs to help manage payments and grow revenue in their practice. 

0%, $2/TRANSACTION 
eCHECK PROCESSING

RECURRING BILLING AND 
SCHEDULED PAYMENTS

SECURE, CUSTOMIZABLE 
PAYMENT PAGES

PCI COMPLIANCE 
INCLUDED ($150 VALUE)

SIMPLE REPORTING 
AND RECONCILIATION

UNLIMITED SUPPORT 
BY PHONE, LIVE CHAT, 
AND EMAIL

DESIGNED FOR CPAs

CPACharge is a registered agent of Wells Fargo Bank N.A., Concord, CA and Citizens Bank, N.A., Providence, RI.

$1,000

Exp.

Card Number CVV

**** **** **** 9998                       001

Invoice Number

1005

NOV                                    2021

Payment Detail
Submit to Smith Johnson, CPA

Pay CPA

P O W E R E D  B Y
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FEATURE

By Rachel Bauer

A blueprint for taking 
authentic steps toward

GENDER PARITY 
in your organization
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Every organization that has the 
goal of reaching gender equity 
should regularly assess their 
culture and practices, as well as 
assess the perceptions that their 
people have about those cultures 
and practices. Furthermore, 
organizations should regularly 
check in with their diverse 
workforces to learn what additional 
cultural and structural resources 
are needed.
At Gild Collective, we work with organizations to design and 
facilitate women’s leadership workshops and gender inclusion 
trainings. We recently published a series of posts on the 
OSCPA blog, and our focus throughout this series was to arm 
firms with actionable tools and insights that can be utilized to 
better understand, engage and retain their female workforces. 
At the core of Gild Collective’s work with all clients is the  
idea that there is no prescribed method of doing this –  
every organization has different structural and cultural 

challenges, and every organization has a unique set of  
team members.

While this may feel cumbersome and intimidating, there 
are tools and resources that can aid in this journey of 
accountability. We recommend the World Economic Forum’s 
assessment from 2018’s Accelerating Gender Parity Toolkit 
as a simple starting place to assess where your organization 
stands now and where it can go from here on the journey to 
gender parity. This checklist serves as a “growth chart” of 
sorts – it allows you to celebrate your journey thus far, and 
shows you how high you can fly from here.

We’ve worked with many diverse roles for women in the 
profession, from one shop operations to regional firms to the 
Big Four. In our work, we recognized these three challenges 
as common themes in the field:

Challenge 1 

Lack of visibility of women in leadership – why it 
matters internally and externally for firms. 

As you may have guessed, representation for women 
in accounting leadership is lacking. But why does this 
matter so much? First, seeing others who look like you 
in leadership positions allows you to imagine yourself in 
those positions. Second, if there is not enough diversity 
represented at the metaphorical and literal decision-
making table, it is impossible for firms to take diverse 
needs into account. 
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Challenge 2 

Assumptions made about what female accountants 
need and want – why these assumptions hurt women, 
and how they are based in gender bias.

There are three common assumptions shared with us from 
leadership teams about women in accounting: that women 
are not as ambitious as men, women want less demanding 
work, and women who adopt flexible schedules do not 
want to advance. These assumptions have, on many 
occasions, been openly verbalized to us by men and 
women in leadership roles within firms, and could not be 
further from the truth. 

Challenge 3 

Lack of mentorship and sponsorship firmwide, as well  
as lack of general networks of support. 

It’s valuable to consider the difference between mentors 
and sponsors (one of the most common questions we are 
asked in our leadership workshops.) We also highlighted 
the reasons that all women (and all people) need both to 
make up their personal boards of directors, and how firms 
are currently falling short in providing either.

We recognize the women and men for whom we facilitate 
workshops and training can all easily identify whether their 
organizations have partnered with us as a quick fix for an 
issue, such as needing a program or addressing a concern, 
or if they have brought us in as a step on their journey to 
creating authentic organizational change.

So, how can your organization be one that avoids quick fixes 
and focuses on lasting impact? While each organization has 
unique needs and employees, consider this a blueprint for 
making authentic steps toward gender parity.

Step 1 
Assess your organization

There are incredible resources out there that will assist 
you in assessing your organizational structure and culture 
as it relates to gender parity. Whether you use a standard 
tool like the World Economic Forum’s assessment from 
2018’s Accelerating Gender Parity Toolkit or bring in an 
organization like The Gild Collective to perform a full 
organizational audit, the goal for this step is to take full 
inventory of what your organization has done up until  
this point to progress toward gender parity both internally 
and externally.

Step 2 
Assess your people

You cannot know what your people want or need if you do 
not ask them. Also, you will never know what your people 
think about your efforts unless you ask them. However, 
it is important for people to be able to answer honestly 
and freely, so we recommend giving them the opportunity 
to submit feedback through a survey that allows you to 
segment employees by their tenure, title, gender identity, 
and other personalized traits. If you have a qualified team 
to build this survey in-house, great. If not, we can help or 
recommend other organizations that can.
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Step 3 
Identify Opportunites

From your assessments, you will be able to identify key 
gaps in your organization – its structures and practices, as 
well as how your people perceive them. These gaps are 
opportunities for your organization to make strides toward 
gender equity, but will require a realistic plan for execution 
and communication. Again, if you have individuals in  
your organization qualified to evaluate the data you  
have collected, great! But if not, we recommend bringing  
in someone who specializes in gender equity  
workplace issues.

Step 4 
Plan

Once you fully understand your opportunities, you can 
create a roadmap. Unfortunately, we have yet to work with 
an institution who has been able to close every gap in 
the first go around, which is why we always recommend 
our clients start small yet mighty. In evaluating your 
opportunities, where can you make low-cost but high-
impact changes that will impact employee perception 
and possibly your bottom line? A great example of this 
could be using blind recruiting for internal promotions and 
succession planning, which has been proven to impact the 
number of women and minorities that are interviewed for 
open positions. While we may sound like a broken record, 
we again recommend that you partner with someone that 

specializes in creating this type of roadmap if you do not 
have the expertise in house. There is immeasurable value 
in someone leading this effort who understands potential 
successes and potential failures.

Step 5 
Communicate

Finally, one of the most important pieces of the puzzle 
is to communicate the work you have done and plan 
to do with your team. This communication must be 
transparent – there is no room to hold back and hide key 
gaps from employees. In our experience, most employees 
are (unsurprisingly) acutely aware of these gaps already, 
as they live them daily. It is our opinion that employees 
should be brought into organizational efforts, both present 
and future, and hold their organizations accountable, for 
cultural change to take place.

It seems straightforward to put this process to paper, breaking 
it down into “simple steps.” But we do not pretend this 
process is easy. What we can promise is that no matter the 
size of your organization, or your current stage in the process, 
it will be worth it.

Rachel Bauer is a co-founder of Gild Collective (www.
gildcollective.com). Gild Collective works with organizations 
to design and facilitate women’s leadership workshops and 
gender inclusion trainings. To contact Rachel please email 
rachel@gildcollective.com.

To read each blog post from the Gild Collective, go to 
ohiocpa.com and click on Blog

• January blog: Assess where your organization stands 
when it comes to gender parity 

• February blog: Why visible female leaders are important

• March blog: Fighting the incorrect assumptions of 
women in accounting

• April blog: The difference between mentors  
and sponsors

Learn more about how to advance your career at the Women, 
Wealth & Wellness Conference on June 27, 2019 in Columbus!

Go here to register: ohiocpa.com/DefineYourSuccess

FAST FACTS

Assess your 

organization and 

people using tools or 

outside sources.

Identify key gaps in your 

organization – its structures 

and practices, as well  

as how your people 

perceive them. 

Create a roadmap and 

communicate with your 

team on how you will 

achieve this.

Every organization 

that has the goal 

of reaching gender 

equity should 

regularly assess their 

culture and practices.

1. 3. 4.2.
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technology
today

The holiday season of 2017 arrived 
with a unique gift for the accounting 
community: cryptocurrency (aka, 
digital currency or digital assets).
Digital currencies have been around since 2008 with 

the advent of bitcoin as a peer-to-peer payment system 

built upon blockchain technology. But bitcoin and other 

decentralized currencies came onto the scene in explosive 

fashion when the values of some major cryptocurrencies 

increased more than 1,000% seemingly overnight.

As a result, cryptocurrency as a concept was thrust into the 

public lexicon, and, as expected, speculative investment as 

well as new business models incorporating cryptocurrencies 

blossomed. While the frenzy fizzled in 2018, the pricing surge 

put an entirely new chapter of accounting issues into  

the spotlight.

Accounting for cryptocurrencies is certainly unique. It’s  

hard to pinpoint any good analogies to lean on when  

thinking through an approach to accounting. The public 

discourse around cryptocurrencies has largely been  

around “mainstream” crypto such as Bitcoin.  

Accounting for crypto assets 
By Chris DeMayo, CPA
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2019 Financial Institutions Conference
Discover how to turn today’s emerging challenges into opportunities 
for your organization at the 2019 Financial Institutions Conference.

• Evaluate the impact of federal tax reform on the fi nancial 
institution industry

• Explore regulatory compliance trends and how to prepare 
for the changes

• Unpack the complexities of blockchain and cryptocurrencies

• Identify the economic and consumer trends that are set 
to shape the industry

Register early and save $50

Can’t make it in person? Tune in for the webcast!

August 28, 2019

The Ohio Society of CPAs
Columbus

In Person #53042  |  Webcast #53043
ohiocpa.com/FIC19

Be out in front of 
the evolution
Discover how to leverage technology to transform your organization and 
maximize business performance.

• Explore the technologies and processes available in Offi ce 365 
to fuel productivity

• Understand how to evaluate your options and implement cloud 
computing in your everyday management

• Get dialed in to developments in emerging technologies such as 
cryptocurrency and blockchain

• Participate in interactive workshops on new and innovative ways 
to use Excel for your data analytics needs

Register today!

Don’t miss your chance to evaluate a wide array of technology solutions while 
getting up-to-speed on the opportunities and challenges.

August 22, 2019
Quest Conference Center
Columbus
Product #52728

ohiocpa.com/ATC19
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However, the complexity comes from the fact that 

cryptocurrencies can take on many forms, such as utility 

tokens, security tokens, digital assets or digital currencies. 

This is what makes it somewhat of an accounting chameleon.  

It can be viewed as inventory, equity, pure currency, 

investment assets, intangible assets and the like.

While the FASB and the SEC have not taken any formal 

positions on accounting for digital assets at this time, the 

accounting community has taken a fascinating approach in 

coming to their conclusion — a simple process of elimination. 

Instead of making a declaration of what cryptocurrency is, 

many firms have taken steps to simply rule out what they 

believe it is not.

Process of elimination 
Cryptocurrencies manage to fail a lot of accounting tests. 

The obvious starting point is cash. Crypto fails because 

it is technically not legal tender or backed by any form 

of government. The next logical step is to look toward 

classifying it as a financial instrument (carried at fair market 

value). Crypto fails this test as well as it does not contain any 

contractual right to receive cash at a future point in time. As 

we work down the balance sheet, the next stop on the list is 

inventory. While this seems like a possible place for crypto 

to land, the problem is it clearly is not a tangible asset — a 

foundational test that must be passed to be considered 

inventory or fixed assets. 

The analysis leaves us with one place to go: intangible assets 

wins the day. The only problem is that intangible assets are 

generally carried at cost and evaluated for impairment (with 

no opportunity to write up assets if they increase in value). 

This leaves accountants with the unsavory conclusion that  

a highly volatile asset, which has a readily assessable fair 

value in an open market place, is, at best, frozen in time in  

the financials.

Land the perfect professional connection

Employers:

• Post jobs 

• Review resumes

• Screen candidates

• Expand your reach with enhanced posting options

• Explore our recruitment and retention resources

Job Seekers:

• Search for jobs

• Customize your job alerts

• Post resumes anonymously

• Save resumes and cover letters on your dashboard

• Access videos and articles on interviewing, resume writing and more

• Get free interview coaching via email or more personalized coaching for a fee
ohiocpa.com/career-center

Whether you’re still basking in the glow of passing your CPA exam, a mid-level 
manager who needs a change or a seasoned CFO who wants top talent, the 
OSCPA Career Center is your one-stop-shop to uncover rewarding careers and 
discover untapped talent.

For more info, visit
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Our industry is changing. Technological, 
regulatory and demographic changes are 
putting pressure on fi rms to adapt rapidly 
to serve their clients’ changing needs. To 
manage through the change, your fi rm needs 
professionals who you can trust to deliver on 
your vision for serving your clients.

In this climate of constant change, talent 
recruitment and retention remain massive 
challenges. Our industry is faced with an 
aging population – the average age of fi rm 
partners is 541 – and a large portion of CPAs 
is nearing retirement within the next several 
years. Firms need the right talent to succeed 
but are fi nding it diffi cult to fi nd and retain 
professionals with the right attributes and 
skills they need to serve their clients. Turnover 
in accounting fi rms is holding high and 
steady, ranging from 15-25% across fi rms 
in 2017.2

Conversely, young CPAs new to the 
profession need to build the hands-on skills, 
experience and work ethic to succeed. They 
can’t do it alone.

Talent sponsorship can help you and your fi rm 
to develop the talent and leadership you have 
and attract the talent you want.

What is sponsorship (vs. mentorship)?
Most professionals are familiar with 
mentorship; mentors help professionals learn 
about their fi elds by listening and sharing their 
experiences. Many professionals benefi t from 
having mentors within and outside of their 
organizations who can provide guidance and 
advice on issues ranging from professional 
development to navigating offi ce politics.

By contrast, sponsors take an active role in 
promoting their protegees and facilitating 
career-building opportunities for them. 
Rather than simply offering moral support 
and guidance to a protegee, sponsors put 
their own reputation on the line and use their 
infl uence to promote and advocate for their 
protegee’s career advancement.

Because sponsorship relationships require 
a high level of trust between sponsor and 
protegee and require the sponsor to have 
familiarity with a protegee’s work and 
performance, a sponsorship can often evolve 
from a mentorship relationship.

Why do you need both?
While many professionals have had mentors, 
career or otherwise, far fewer professionals 
have sponsors who are committed to actively 
promoting them and advocating for their 
career advancement. It’s important for fi rms 
to encourage both mentorship relationships 
and sponsorships in order to actively develop 
high-performing talent.

In mentorship relationships, mentees often 
choose mentors with whom they share similar 
interests and backgrounds. This familiarity 
creates a comfortable environment in which 
to share experiences. However, protegees 
in sponsorship relationships often benefi t 
most from sponsors with different skills, 
management styles and perspectives who 
can push protegees to grow outside of their 
comfort zones. 

Similarly, sponsoring a protegee with 
complementary skills, experiences and 
attributes opens the sponsor to different 
perspectives and new ideas. For fi rms, this 
could mean discovering new technologies, 
new revenue opportunities or new sources 
of talent.

Building a sponsorship relationship
Potential sponsors should seek out a young 
professional who has demonstrated a record 
of high performance and who shares their 
values. Women and minorities are widely 
recognized to be ‘over mentored and under 
sponsored.’ By actively seeking women or 
minorities for sponsorship, your fi rm and 
your leaders can use your experience and 
infl uence to be change agents for driving 
diversity in your fi rm and the industry.

Professionals seeking sponsorship should 
target a leader who has the credibility and 

infl uence to enable opportunities for them to 
develop their skills and gain visibility. Since 
sponsorship requires the sponsor to put their 
own reputation on the line in support of their 
protegee, protegees should ensure that their 
intended sponsor has had enough exposure 
to their work and performance and can 
advocate knowledgably and credibly on their 
behalf. Likewise, protegees should choose 
a sponsor with a different management style 
and skillset than their own. These differences 
will likely expose the protegee to new ways 
of thinking and push them out of their 
comfort zone. 

Setting expectations
Set expectations for both your fi rm’s 
sponsors and protegees. For the sponsorship 
relationship to succeed, it must be 
mutually benefi cial.

Once a professional has identifi ed a sponsor, 
he or she should approach him/her by sharing 
his/her goals and asking for active support. 
It’s the responsibility of the protegee to 
contribute 110% to the relationship and to 
reciprocate his/her sponsor’s advocacy with 
loyalty and trust.

Sponsors should ensure that their protegee 
understands his or her responsibility to fully 
embrace any opportunities that are facilitated 
for them.

Sponsorship relationships will result in growth 
opportunities for the sponsor, protegee and 
your fi rm.

By having sponsors actively facilitate career 
growth opportunities for protegees, your fi rm 
increases talent retention and helps protegees 
develop into the future leaders with the skills 
and attributes you need to serve your clients.

By developing a diverse set of new leaders 
– in both your sponsors and protegees – 
your fi rm develops a foundation on which to 
discover new ideas, revenue streams and a 
growing client base. 

By Charlotte Rushton, president, Tax Professionals, Thomson Reuters

Talent Sponsorship: Building Your Firm to Last

1 2017-2018 Rosenberg Survey
2 2017-2018 Rosenberg Survey

Sponsored content from:
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Guidelines are needed 
Currently, the SEC is working through a substantial number of 

offerings involving cryptocurrency under the new Regulation 

A and Regulation A+ offering guidelines. While they have 

signaled that treating digital assets as intangibles subject to 

impairment is an acceptable and preferred conclusion, they 

have stopped short of laying down the rule of law — leaving 

us all thirsty for answers. 

While we might currently settle into an “industry norm,” our 

conclusions might need revision. When we think about these 

assets in real terms, they are instruments that are freely 

transferable and have a readily assessable fair market value. 

Holders can generally achieve liquidity by converting them 

into cash or other cryptocurrencies with marginal effort. 

Carrying these assets at cost, written down for impairment 

without any option to write them up to the extent that they 

grow in value, might be a greater disservice to the reader 

of a financial statement than the perceived benefit obtained 

through “conservativism.” 

The fact remains that, in one form or another, 

cryptocurrencies and digital assets are here to stay. It is time 

for the accounting community to acknowledge that this is the 

case and draw up a comprehensive set of principles that we 

can all follow with confidence.

Reprinted with permission of the New Jersey Society of CPAs

Chris DeMayo, CPA, is a partner with WithumSmith+Brown, 

PC and practice leader of the firm’s Technology and Emerging 

Growth Services Group. He is the leader of the New Jersey 

Society of CPAs Emerging Technologies Interest Group. He 

can be reached at cdemayo@withum.com.

FAST FACTS

It can be viewed as 

inventory, equity, pure 

currency, investment 

assets, intangible assets 

and the like.

Because of it’s 

complexity, many firms 

have taken steps to rule 

out what crypto is not.

In one form or another, 

cryptocurrencies and 

digital assets are here to 

stay and the profession 

needs to develop a set 

of principles to follow 

accordingly.

Cryptocurrency was 

thrust into the public 

lexicon when the value 

of major cryptocurrency 

increased quickly.

1. 3. 4.2.



MAY  |  JUNE  2019  |  21

GET IN THE GAME
Summer Networking Series to Celebrate Newly Licensed CPAs

Why should I attend?

• Make new connections with CPAs and related professionals   

• Enjoy a pre-game happy hour with appetizers and one 
complimentary drink ticket

• Help us celebrate newly licensed CPAs 
(if you’re licensed within the past year, join us for free!)

• Enjoy a summer evening watching baseball

Date OSCPA Connect! Event Location Time

June 7 Cleveland Indians Game Cleveland 6:00 pm

July 11 Columbus Clippers Game Columbus 6:30 pm

July 18 Cincinnati Reds Game Cincinnati 6:00 pm

August 1 Toledo Mudhens Game Toledo 6:30 pm

Learn more at

ohiocpa.com/Connect

Sponsored by

Women, Wealth & Wellness
Defi ne Your Success  |  June 27, 2019  |  Columbus  |  Product #52553

in collaboration with Money & Mimosas

Become a Next Level Leader  |  Implement Work-Life Integration  |  Push for Pay Equity  |  Build Your Brand  |  

Tell Your Story  |  Grow Your Network  |  Relax with Yoga and Meditation

Amy Vetter
CPA, CGMA, CITP, CEO,
The B3 Method® Institute

Crystal Faulkner
partner, MCM CPAs 

and Advisors

Tasha Fowler
executive director, 

City Year Columbus

Susan D. Rector
attorney at law, partner, 
Peterson Conners LLP

Mikaela Hunt
brand journalist, host of 
Cbuzz, co-host of What 
Matters, Mikaela Media

Yaizmen Sheree
RawYoga614

Marie Brilmyer
CPA, director, 

Cohen & Company

Moderated by 
Danetha Doe

Money & Mimosas

Tonya Tiggett
Tiggett & Co., president, 

Columbus NAWBO

Lori Kaiser
CPA, CEO & founder, Kaiser 

Consulting, LLC, 2019 
Columbus Chamber Small 

Business Leader Award

Darci Congrove
CPA, managing director, 

GBQ 2018 YWCA Women 
of Achievement Award

Register today at

ohiocpa.com/Defi neYourSuccess

Sponsors
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Is finding the right staff high on  
your list of biggest challenges  
for strengthening your firm? If  
so, then using an executive  
search consultant becomes 
an important consideration in 
addressing that challenge.
As a former HR director who facilitated and led a regional 

firm's staffing program for nine years and never hired a 

recruiter, I understand the apprehension of investing in a 

search consultant's services. Now, having worked in search 

for nearly nine years, I understand how a recruiter adds 

significant value by providing easier access to the sought-

after A-talent.

Every firm that has lost a talented CPA to a client, corporate 

accounting role or another CPA firm, wants to find a 

replacement with a similar level of ability. Every firm that 

has a rapidly growing book of business has experienced the 

difficulty in finding good people.

To start your search, get engaged in learning about the 

executive-search industry in your market. Use recruiter calls 

to understand who can best match your culture and listen to 

their focus. Do they work significantly in public accounting? 

That would be a quick litmus. Make sure they understand 

your business and the help you need in a specific area.

How to partner with a search consultant
By Dan Toussant

practice
public
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WHAT’S BETTER THAN CALLING 
ANY TIME YOU NEED ADVICE 
ABOUT PRACTICE SUPPORT AND 
RISK MANAGEMENT?

REACHING KNOWLEDGEABLE EXPERTS.

Accountants Professional Liability Insurance may be underwritten by CAMICO Mutual 
Insurance Company or through CAMICO Insurance Services by one or more insurance 
company subsidiaries of W. R. Berkley Corporation. Not all products and services are 
available in every jurisdiction, and the precise coverage afforded by any insurer is subject 
to the actual terms and conditions of the policies as issued. ©CAMICO Services, Inc., dba 
CAMICO Insurance Services. All Rights Reserved.

CAMICO® policyholders know that when they call us, they’ll 
speak directly with in-house CPAs, JDs and other experts. 
We have dedicated hotlines for loss prevention, tax, and 
accounting and auditing issues. You can call as often as 
you need and consult with experienced specialists — all 
free of charge. No one knows more about the profession, 
because we provide Professional Liability Insurance and 
risk management for CPAs only — it’s all we’ve done for 
more than 32 years. 

See what other CPAs say 
about CAMICO.  
Visit www.camico.com/testimonials

CAMICO 
Rachel Painter, AINS
Senior Account Executive 
T:  800.652.1772 Ext. 6773
E:  rpainter@camico.com
W: www.camico.com 
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Their niche knowledge can help you understand how talent 

is being acquired in the marketplace, and might address your 

hiring plan. Some executive-search firms that work in public 

accounting maintain a big-firm focus. "Only advisory services 

for Big Four firms" one search consultant1 told me recently. 

Another works with regional firms "big enough to afford us 

and small enough to need us."2 Still, others might specialize 

in partner-level searches for small CPA firms, and help open 

the door to acquisition opportunities at the same time.

If you are open to a conversation when an executive-search 

consultant calls, ask these questions:

• What is your understanding of the public  

accounting marketplace?

• Does your approach to executive-search services fit the 

plan for my firm? 

• Can you be a resource when I need to fill key positions?

Do you want a quick turnaround to get the job filled right 

away? Circumstances vary. You might lose a staff member 

just before busy season, for example.

Contingent search 
If speed is your goal then the contingent-search approach, 

often funneled through an HR person with multiple recruiters, 

might fill the role the quickest. The first recruiter who submits 

the "qualified" candidate wins. Will that hire be worth your 

investment in the fee and onboard a year from now? The 

answer could be maybe, or maybe not; but statistically, the 

"right person" is less likely.

Why? Because contingent search often pits the executive-

search professional with other recruiters or with an internal 

recruiter. It also gives you less control over the recruiter's 

efforts. "I can give this some time the next two weeks," 

says the contingent recruiter. "I'll post the job, search our 

database, make a few calls, then move on." No one likes to 

work for free, and that includes good recruiters.

Engaged search 
The second type of search is "engaged and exclusive" or 

"engaged and dedicated." The firm pays the recruiter money 

to cover their costs when the search begins. The search 

consultant recommends a process and typically does a 

follow-up call or meeting to finalize the process, establishing 

a partnership with the firm. Also, typically, the firm agrees 

not to compete with the search effort for a period of time 

("exclusive"), and the search consultant becomes an all-in 

("dedicated") provider to get the right candidate. The fee 

amount can be more than a contingent search, or the  

same amount; the initial payment is included in the total  

service charge.

A major piece to engaging a search consultant centers on 

whether you want a transactional relationship or an adviser 

relationship. The CPA community values the "trusted adviser" 

approach to client relationships. The executive-search 

community, especially the better consultants, seek the same 

"trusted adviser" relationship.

Retained search 
The third type of search involves a stronger commitment 

from the client and the executive-search provider, a retained-

search agreement. Retained searches are typically reserved 

for partner-level or C-level searches, or in some cases, 

extremely difficult critical hires. The more of a commitment 

the client makes to the provider, the greater the service 

expectation. This is the truest form of an adviser relationship. 

The search consultant advises the client on all aspects of the 
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impact of this hire, and helps to plan the organization for the 

hire. As with the CPA relationship, an "adviser relationship" 

offers the best chance for a long-term partnership.

Comparing the options 
When firms choose the contingent search option, the 

agreement can lower the cost of the search. However, as 

with most transactional services, results can fall short of 

expectations. "We've used recruiters before, and it didn't 

work out. The candidate was gone within the year," or "the 

candidate's work proved weak." Remember that when the 

transaction is the primary focus rather than the service 

relationship, the results can suffer.

Engaged and especially retained searches give you a:

• Clear process to follow

• Scheduled timeline with a firm commitment 

• Detailed market information 

• Listing of competitor firms that have been contacted 

• References checked before candidates are submitted 

• Testing of candidates

Like with public accounting services, the higher-end providers 

typically give better service, know more about what works 

best for the client, do more for their clients during the search, 

advise their clients and get paid more because they do more 

to ensure a long-term relationship.

Hiring star players 
Recruiters have better access to A-Players, and you 

might wonder why. Recruiters call into clients’ competitor 

companies every day. They talk with a lot of candidates, and 

ask those candidates to recommend "who does what you do 

better than most?" Engaged and retained recruiters ask these 

questions every day and earn the access to star players as  

a result.

1 Brian Haugh, Chicago Search Group

2 Kent Burns, Simply Driven Executive Search 

Both executive-search firms quoted are a part of the Sanford 

Rose & Associates network of offices.

Dan Toussant is president-owner of Dan Toussant & 

Associates, a Sanford Rose & Associates member office, 

based in Canton, Ohio.

Get engaged in learning about the 
executive-search industry in your market.

Recruiters likely have better access to 
the best professionals because they are 
contacting organizations regularly to learn 
about the best people.

When the transaction is the primary focus 
rather than the service relationship, the 
results can suffer.

Consider this: If your goal is to have 
someone fill the position as quickly 
as possible, are you hiring the best 
professional for the role?

1.

4.

3.

2.

FAST FACTS

800-CPA-SELL
www.APS.net

Delivering Results - One Practice At a time

Our proven strategy will expose your practice to the  
greatest number of qualified buyers, provide you  

with expert representation, and maximize your value… 
and we do this while maintaining your confidentiality.

#1 In Sales & Acquisitions
WE KNOW THE MARKET
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How to identify poor performing managers and 
the risks they might bring

Sometimes it's easy to identify a poor performing manager 

and determine the effect of poor management skills on 

the company. In other cases, poor performing manager 

behavior is subtle, but can be equally damaging to employee 

productivity and morale.

Whatever the case, poor performing managers can wreak 

havoc on an organization. It's critical to identify the 

characteristics of these managers and do everything possible 

to turn the situation around before it's too late.

By "too late," we mean an exodus of talented employees who 

become so frustrated by their difficult boss they see no option 

but to quit their jobs. But the risks to the business don't 

end there. For instance, a disgruntled employee (or former 

employee) can air grievances on social media, which might 

cause a serious public relations problem for your business 

and can tarnish your reputation.

A snapshot of poor performing  
manager behavior 
Managers might often underestimate the impact that their 

leadership styles have on employees. They might not see 

how pervasive their influence can be on worker morale and 

productivity. Look out for these behaviors:

The bully. This individual believes fear is the best employee 

motivator, seeking to intimidate or threaten staff to 

continuously assert control.

The absentee boss. This manager-type sequesters 

themselves in their office, studying reports and focusing 

solely on ingratiating themselves with their own boss.

The divider. This boss has their favorites among the staff  

and typically doesn't care who knows it.

The micromanager. Ever-present, the micromanager  

is always closely observing and controlling the work of  

their subordinates. The employees might see no point in  

taking initiative.

Other more commonly noted managerial styles to avoid:

Arrogant, know-it-all, and bossy. Some managers adopt an 

outwardly arrogant style to purposefully or subconsciously 

mask insecurity about their own leadership skills and 

abilities. They act as if only they can handle the demands 

of the workplace, or suggest that only they have the in-

depth knowledge required to solve problems as they arise. 

This might manifest itself in a tendency to excessively issue 

orders, rather than allowing employees to address issues on 

their own.

 feature
Career Center 

By Paychex
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Poor communication skills. A manager must communicate 

effectively with employees. Poor communication skills can 

often appear in forms such as:

• Over-reliance on emails: In situations where clear 

meaning is necessary (for example, when offering 

constructive feedback), emails are usually a poor medium 

for communications, as they can be impersonal and 

easily misinterpreted.

• Emotional outbursts: Some managers allow emotions to 

cloud their communication with employees, and might 

lash out when they're angry.

Indecision and lack of organization. Managers who are 

unable or unwilling to decide on critical matters can trigger 

uncertainty among those they purport to lead. Employees 

generally are not motivated by a manager's lack of self-

confidence or disorganization. 

Complacency and resistance to change. For some 

managers, if they don't hear about an issue from their 

employees, they'll assume that none exist. Employees faced 

with this form of leadership complacency can be unwilling to 

step forward and voice a complaint.

Willingness to bend the rules. Adhering to the highest 

standards of ethical conduct is often a key value for a 

successful company culture. A manager who's open to 

skirting regulations to ease the process (or for some type  

of personal gain) will certainly lose the respect of more  

honest employees.

Never recognizes the contributions of others. Poor 

performing managers who fail to recognize employee 

contributions might exhibit some of the worst leadership 

styles, while those who actively claim credit for job 

achievements they had nothing to do with might be even 

more destructive. Either approach can lead to poor  

employee morale.

What employees can do 
It might be hard for employees to speak directly with their 

boss about difficulties they have with management style. 

Instead, they should feel free to contact their boss's direct 

supervisor, or HR department member, and discuss the 

issues. Alternatively, if a healthy and productive working 

relationship exists between the employee and manager, 

the employee might want to speak directly to a boss about 

the conflict they are experiencing. Unfortunately, many 

businesses fail to educate employees on their options in  

such situations.

What your HR team can do 
Offering training for managers can be a key resource in 

turning a bad situation around, particularly in areas such as 

employee coaching and communications. Some managers 

might naturally resist such training, convinced they're doing 

"just fine" on their own. It's up to employers and HR to ensure 

that all managers receive the same training, demonstrate 

where these managers fall short in their performance 

reviews and indicate how poor employee performance might 

negatively impact their own standing.

Experienced HR personnel should keep these same 

guidelines in mind when stepping in to have a difficult 

conversation with a poor performing manager:

Prepare in advance. Don't just call the manager into your 

office and start pointing out weaknesses. Take time to  

review employee complaints and establish key points you 

want to cover.

Have a goal in mind. As part of your prep work, make sure 

there's a key objective you want to achieve as a result of the 

conversation. This can take the form of outlining an action 

plan for the manager.

Work together to improve the situation. With any difficult 

conversation, it's important to defuse tension and focus on 

how working together can make things better.

A poor performing boss can spread discontent throughout an 

organization and this can spill over into damaging customer 

relationships. By taking prompt corrective action, you can fix 

the problem before it becomes a serious liability for  

your business.

Increase frequency of manager 
performance reviews 
Traditional annual performance reviews tend to focus on past 

behavior, and might not account for future goals and areas  

for development opportunities (such as improved  

managerial conduct).

In contrast, having regular conversations about how the 

company's objectives align with an individual manager's 

performance and development can change the focus and 

create a cohesive and tangible relationship between the 

manager and the company.

A benefit to this style of performance review is a manager  

can become more aware of and sensitive to any ill treatment 

of employees. This can be a huge step in effecting  

managerial change.
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pipeline

Kicking down the door

As organizations of all sizes work toward solutions to support 
and empower women in their careers, it’s important to 
remember action must follow the planning. 

“It’s something that a lot of professions, not just accounting, 
but varying industries have been talking about for a long 
time,” said Sierra Austin, OSCPA manager of diversity and 
inclusion. “But actually, having strategies in place to make 
those things happen is where I think there’s a breakdown. 
And like any other D&I or social justice initiative it takes time. 
It’s not something that’s going to happen overnight.” 

There is unfortunately no shortage of hurdles women 
face when it comes to the workplace. These problems 
reveal themselves in subtle ways, such as how women are 
interrupted more than men at work, and more explicit and 
aggressive ways, like sexual harassment. 

Women who choose motherhood are also met with their 
own set of frustrations and misconceptions as well. A study 
by Bright Horizons, which operates more than 1,000 early 
education centers and preschools in the U.S., found that 41% 
of employed Americans perceive working moms to be less 
devoted to their work.

Addressing these difficulties and supporting women as they 
define what success looks like for them is why actionable 
events such as OSCPA’s Women, Wealth and Wellness 
Conference on June 27 are valuable to professionals of both 
genders. They offer a space for learning, growth and support. 

Factoring these issues into the pipeline means creating 
opportunities for young women in high school, undergrad and 
graduate programs to have mentorships and sponsorships 
with successful professionals who can offer guidance. The 

Ohio CPA Foundation programs offer opportunities like  
those and support underrepresented students in the 
accounting profession. 

“Young women and girls can connect with women who are in 
leadership positions and aspire to that, she said. “Instead of 
just hoping to get a seat at the table and their foot in the door, 
we want to kick the door down.” 

Large-scale initiatives are significant, but Austin said not 
to discount smaller measures as well. Accenture found in 
a survey that at organizations that treated women and men 
more equitably, innovation was significantly higher than at 
those that did not. Companies must start somewhere, and 
small steps in the beginning are better than solely talking 
about these issues with no action. 

“Even the smallest of companies who invest in women and 
prioritize women’s leadership can be the changemakers in 
accounting and other industries,” Austin said. “Know that no 
act is too small in organizations, and leadership has to be 
brave enough to take those small steps. That’s the way we’re 
going to see the monumental change that we always talk 
about and hope for.”

By Jessica Salerno, OSCPA senior content manager

Support for The Ohio CPA Foundation programs  
is made possible by Foundation donors.
For more information contact lsbrown@ohiocpa.com
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PAC contributions are not tax deductible per Ohio law.

Want a voice at the Ohio Statehouse?

As a CPA, you want to ensure your voice is heard loud and clear 
in state government. With every donation—large or small—our 
advocacy team’s voice at the Statehouse grows louder, stronger 
and resonates with the legislators who can help us effect change 

and advance the state of business in Ohio.

No matter the amount, every contribution to CPA/PAC helps:

• Protect and promote the CPA designation you worked 
so hard to achieve

• Limit tax expansion

• Cut regulatory red tape

• Secure a competitive business environment in Ohio

• Elect state legislators who share your professional interests

Let’s make our voice even louder in 2019!

To donate, visit or call 614.764.2727ohiocpa.com/PAC

Your dues check-off contribution ensures that students 
understand the benefi ts of becoming a CPA through 
programs like ACAP-Ohio, Student Ambassadors and 
High School Accounting Career Days. 

When you pay your OSCPA membership dues, please 
check off for The Ohio CPA Foundation. Or, contribute 
now at www.OhioCPAFoundation.org. Your gift will 
make a difference! 

Your support helps grow 
tomorrow’s talent pool.

for The Ohio CPA Foundation
Check off  on your OSCPA dues statement

For more information or to make your contribution online, please visit www.ohiocpafoundation.org.
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CINCINNATI 
Crystal Faulkner, CPA has been 
nominated by Lead Tribune Media 
Group as a C-Suite award honoree, 
class of 2019.

CLEVELAND 
Jon Watts, CPA has joined the  
Private Client Group at Clearstead as  
a Tax Director.

COLUMBUS 
Marsha Ruddle, CPA has been 
hired at Schneider Downs as a Tax 
Shareholder.

Rachel Smathers, CPA has been 
appointed to Principal of HW&Co.

Holbrook & Manter, CPAs is 
celebrating their 100th year in business 
as a continuous firm. In conjunction with 
their centennial, H&M has unveiled an 
updated brand look and messaging.

MARIETTA 
The Ohio State Treasurer’s Office 
representative, Cody Pettit, presented a 
proclamation to Jodey Altier, CPA, CFF, 
President & Managing Partner of Perry 
& Associates during the firm’s recent 
second anniversary celebration in honor 
of Perry & Associates’ impact to the 
local community and the State of Ohio.

TOLEDO 
William Vaughan Company celebrated 
its 60th anniversary in March 2019.

in motion
members

Rachel Smathers, CPACrystal Faulkner, CPA

Chatter
Social

Follow us on social to stay in the know on 
exciting summer events! Whether you’re 
working on professional development or 
taking a break from the office to network 
at the ballpark, our social media channels 
are your one-stop shop to see all the 
fun. Don’t forget to sign up for events so 
you can participate at my.ohiocpa.com! 
#OhioCPAProud

Find us on Facebook at  
facebook.com/oscpa

Follow our company page on LinkedIn at 
The Ohio Society of CPAs

Subscribe to our YouTube channel at 
TheOhioSocietyofCPAs

Follow us on Twitter @OSPCA

Follow us on Snapchat @ohiocpas

Follow us on Instagram at @ohiocpas

Member update

Former OSCPA Executive Board 
President Ralph Dickson, CPA,  
passed away on April 3, 2019. Dickson 
held the president position in 1987 
and was an active member of OSCPA 
for many years.  
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Get Treated Like 
The Rock Star You Are

Save on insurance, technical services, 
professional services, software & technology, 
merchandise and more!

To take advantage of the offers, visit

ohiocpa.com/ways-to-save

Get a deep dive into timely topics or take in a quick refresher or 
introduction. Our On-Demand and Quick Byte courses were built for CPAs 
like you who are on the move or relaxing at home.

• Earn CPE wherever and whenever you want from any device

• Start and stop videos whenever you need

• Watch ten-minute or hour-long courses from your phone or computer

• Learn about taxes, accounting and auditing, ethics or 
specialized knowledge

Get CPE on the fly

For more info, visit

ohiocpa.com/selfstudy
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The list of new members and affiliates is available 
on The Ohio Society of CPAs’ website at  
www.ohiocpa.com/quick-links/about-oscpa

94

100

new members and affiliates 
applied in February

new members and affiliates 
applied in March

and affiliates
New members CLASSIFIED

Accounting Practices for Sale

Accounting Practice Sales specializes in the sale of CPA 

firms and accounting & tax practices. Our marketing and 

consulting services are focused exclusively on the accounting 

professional. We provide guidance and assistance with 

selling your practice, merging with another firm, establishing 

a practice continuation plan, growing an existing business or 

acquiring a new practice.

Are you thinking of selling? Do you need an exit strategy?

Contact us for a FREE, no obligation consultation  
and business valuation.

E-mail steve@APSmidwest.com or call  
1.800.272.7355 ext 3.

For more information visit is at APS.net 

Interested in CPA Practices available for sale? 
Visit APS.net to inquire on details.
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CHAIR OF THE BOARD 
Donald L. Mellott, Jr., CPA 

Mellott & Mellott PLL 
Cincinnati

CHAIR-ELECT 
Crystal Faulker, CPA, CExP, MAFF 

Mountjoy Chilton Medley 
Cincinnati

PAST CHAIR 
John J. Venturella, CPA, J.D. 
Clark Schaefer Hackett & Co. 

Dayton

VICE CHAIR, FINANCE 
Chris Igodan, Jr., CPA 
Nationwide Insurance 

Columbus

PRESIDENT AND CEO 
Scott D. Wiley, CAE 

The Ohio Society of CPAs 
Columbus

Libby Cullins, CPA, M.B.A. 
JPMorgan Chase & Co. 

Columbus

Michael J. Elliott, CPA 
DittrickCPA 

Burton

Ebonie Jackson, CPA 
Lucas County Children Services 

Toledo

Lori Kaiser, CPA, CGMA 
Kaiser Consulting LLC 

Columbus

Jamie P. Menges, CPA, CFP® 
PDS Planning 

Columbus

Paul Nungester, CPA, CGMA 
First Federal Bank 

Defiance

Ellen Wisbar, CPA 
CBIZ 

Cleveland

Julie Wozniak, CPA 
NiSource (Columbia Gas) 

Columbus

Jessie Wright, CPA, CVA, CGMA 
Schroedel, Scullin & Bestic, LLC 

Canfield

Jon Zavislak, CPA, CGMA 
Express 

Columbus

• Integration with leading accounting
software helps enhance efficency

• AccountantHQ helps manage clients’
payroll and HR data on a single dashboard

• Services that are flexible and 
technology that is scalable

Paychex is proud to be the preferred provider of payroll services for the OSCPA.

payx.me/oscpa-simple  877-534-4198

It’s Simple, Really



Sponsored by:

2019

Accounting Shows
Ohio

Embrace what’s coming at the

Embrace change, enrich your hard and soft skills and excel well 
past 2019 with one of four premier accounting shows near you.

Cincinnati 
Sept. 25-26, 2019
Product #52692

Dayton 
May 22-23, 2019
Product #52586

Cleveland 
Oct. 29-30, 2019
Product #52689

Columbus 
Nov. 7-8, 2019
Product #52695

Learn more and register now at

my.ohiocpa.com


