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HARRINGTON, LEMAK, REED, & KENDALL A Quistion oF Fir

24 Firm Performance Measures: Please cirele a choice in each line, which best indicates how
your firm currently compares to peers in your PRIMARY industry

Characteristic NA Lowest Next Middle Next Top
20% 20% 20% 20% 20%

a.  Overall profitability/financial XX 1 2 3 4 8
performance

b Stock price performance 1 2 3 4 5

c.  Overall fim XX 1 2 3 4 5
performance/success

25 Please describe the primary industry from which your firm receives the majority of its revenue

26. Please describe vour current title/position with your {irm

27. Describe the primary responsibility or duty of your current position

28 Approximately how many employees (in full time equivalents) does your organization

employ?
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Retrenchment in Declining Organizations: Towards an
Integrative Understanding

John D. Francis, lona College
Timothy L. Pett, Wichita State University

We address the debate among researchers and revisit the issue of whether retrenchment is
a consequence of performance downturns or an integral strategic response. We build a
model of factors and test their relationship to retrenchment (either the reduction of assets
and expenses) for a sample of manufacturing firms dealing with ROl downturns. The results
indicate that retrenchment is not ubiquitous to all [firms undergoing decline. Instead this
strategy is mainly employed depending on how severe or rapidly the decline occurred.
Also, different forms of retrenchment are utilized depending on how productively the firm
uses its human and capital resources.

INTRODUCTION

With the recent increase of business failures, the study of organizational decline and
turnaround responses have taken on renewed importance. Most firms experience some type
of downturn, whether due to external business factors or poor internal performance. However,
the growing intensity of global competition and the complexity of organizational environments
have caused this pattern to become increasingly familiar. With the broad range of issues and
implications that are associated with decline and turnaround, the ability to formulate
appropriate strategic responses is of prime consideration for management researchers and
practitioners. This is, of course, made more difficult by the dysfunctional consequences of
declining firms. These can include shrinking resources, poor morale, skeptical stakeholders,
conflict, turnover, scapegoating, and time constraints (Cameron, Whetten, & Kim 1987
Hambrick 1985; Lohrke and Bedeian, 1998). Bibeault (1982) noted that most firms do not turn
around, but cease to exist as independent entities.

It therefore follows that successful turnarounds are difficult and that many firms fail when
experiencing deteriorating profitability and declining return on investment. This, of course.
has several implications for researchers. Not only must the decline process be understood,
as far as causality, but also the various responses to decline must be studied in order 1o
determine the most appropriate strategy. The knowledge of what works when faced with
deteriorating situations is of great relevance to firms. which find themselves in this position.

One typical organizational response to decline is retrenchment. This tactic incorporates the
basic reduction of assets and expenses within the firm and necessitates many turbulent
actions such as layoffs or divestments. While research has been undertaken on the impact of
retrenchment within a turnaround attempt, little empirical analysis has been centered on
developing an understanding of the retrenchment process itself. Debate on this topic continues
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in the academic literature. During the latest economic downturn several firms have utilized
layoffs and other forms of retrenchment clearly believing, that these measures will help them
perform better in the long run. Many top managers argue that layoffs, combined with a
careful revamping, can set the stage for growth. Some researchers suggest that retrenchment
is an integral component of a firm’s strategy, which enables it to improve its performance
(Pearce & Robbins, 1994). Others. however, contend that companies that avoid cutting jobs
reap huge benefits in loyalty and productivity. Recently, the New York Times reported that
there is little real evidence that typical retrenchment activities such as layoffs actually help
firms in the long run. Barker and Mone (1994) argue that retrenchment is merely a consequence
of firm decline and not essential to achieve a turnaround.

Overall we agree with the latter position that while some firms utilize retrenchment during
performance declines they are not essential for a turnaround and that the evidence is unclear
as to the true benefits to this type of strategy (Barker. Mone, Mueller & Freeman, 1998).
Therefore, the question remains—what influences a firm to utilize a retrenchment strategy
besides merely a knee-jerk reaction to declining profitability? This research proposes to
build on the existing literature by examining this issue in order to produce a clearer
understanding of retrenchment activities and to provide illumination for the primary basis for
this turnaround response.

LITERATURE REVIEW

Retrenchment is one of the basic concepts in the organizational decline and turnaround
literature, which is in itself very broad and diverse. Much of the research in this area posits
that management must take an active role in overcoming organization decline (Barker, Patterson
& Mueller, 2001; Barker & Mone. 1994; Bonnici & Fredenberger, 1994). A key conceptual
work in the early formation of this research stream is Hofer's (1980) contingency theory for
turnaround strategies. This study conceptualized the distinction between operational and
strategic approaches to decline, defined as either improving cfficiency or changing the firm’s
basic strategy in order to achieve a fit with environmental conditions. This dichotomy can
also be understood using Tushman and Romanelli’s (1985) convergence/reorientation
framework. They describe convergence as consisting of actions being aimed at achieving
greater consistency between an organization’s strategy and internal activity. On the other
hand, reorientation is a fundamentally different approach which involves complete changes
in a firm'’s strategy, structure, power and control systems.

Early evidence of the importance of retrenchment to a firm’s turnaround success is provided
in a study by Hambrick and Schecter (1983). They compare the turnaround efforts of poor
performing strategic business units, in terms of their pre-tax ROI as it relates to the cost of
capital, and conclude that successful turnarounds of these units consist primarily of reductions
in assets, costs and withdrawal from selective products and markets, not from wholesale
strategic change. Other researchers similarly suggested that decreasing expenses or assets
was a critical element in the turnaround process (Schendel, Patton & Riggs, 1976; Ramanujam,
1984; Thietart, 1988; Arogyaswamy, 1992).

As previously discussed, the perspective that decline strategies can be categorized as either
convergence or reorientation responses generally prevails in the literature. Most researchers
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include retrenchment as a primary ingredient of a convergence approach, yet not necessary
10 a strategic reorientation. However, Robbins and Pearce (1992) argue that understanding
decline responses in this manner is inaccurate. Instead, retrenchment is a separate component
within the turnaround effort and is appropriate regardless of whether a firm attempts an
efficiency or strategic turnaround. They suggest that the purpose of retrenchment is to
stabilize the declining organization so that a firm will have the means to attempt its recovery
strategy. The findings of their research indicate that retrenching firms attain a better than
average improvement than non-retrenchers and firms which successfully improve after
experiencing severe declines are more likely to reduce assets. They also found that the
severity of an organization's decline moderates the effect of retrenchment on its turnaround
performance. In another study, Pearce and Robbins (1994) point out that instead of retrenching,
many firms continue to increase asset and expenditures during their declines. Therefore,
retrenchment should be evaluated as a specific tactic of deteriorating firms instead of simply
a result of decline. They suggest that a better understanding of this issue is to view the
reduction of assets and expenditures as a response to “steep” rather than “gradual” declines.

The arguments that retrenchment should be an element of any successful turnaround attempt
set the stage for much debate. For example, Barker and Mone (1994) maintain that there is
little evidence supporting the assertion that retrenchment is integral to turnaround success.
They argue that instead, it is merely a consequence of performance declines resulting from
the critical nature of the situation and that the actual performance of retrenching firms is not
significantly better than that of non-retrenching firms.

More recently, Castrogiovanni and Bruton (2000) reexamined the issue of whether
retrenchment and the addition of capital resources were essential to turnaround firms that
were recently acquired. Their findings indicate that neither of these variables influences the
turnaround of the firms in their sample providing evidence that retrenchment is not essential
to turnaround. Similarly, in his recent book on restructuring, Cascio (2002) notes that employee
downsizing does not necessarily lead to improved financial performance. These authors
acknowledge that their studies have problems comparing their findings across different
research contexts, however this evidence indicates that the debate concerning the importance
of retrenchment and the factors that consistently lead to turnaround still open and in need
for further research.

Overall, it is evident based on the number of firms that make asset and expense reductions
that retrenchment is one of the primary strategies available to firms as they respond to
performance difficulties. However, we feel that more recent studies (Barker & Mone. 1994;
Cascio, 2002; Castrogiovanni & Bruton, 2000) indicate that retrenchment is not integral to
turnaround. Therefore, it is important to understand what the factors are that drive a firm to
retrench, beyond just the overall condition of performance decline.

THEORETICALFRAMEWORK AND HYPOTHESES

The question of what drives a firm’s retrenchment activities is subject to various
interpretations. Declining firms are faced with extreme pressures to reduce expenses and
increase revenues and cash flows. Thus. in determining whether to initiate the turbulent
actions surrounding retrenchment such as layoffs or plant closings, firms must consider

41




Francis & Pert RETRENCHMENT IN DECLINING ORGANIZATIONS

numerous financial, competitive, and operating dimensions. As can be discerned from the
previous discussions, a retrenchment response is driven partly by the strategic orientation
of the firm and by the requirements of the situation. This is inherent in the literature, which
suggests that the nature of a turnaround attempt depends upon the sources of a firm’s poor
performance and the urgency of the decline crisis (Robbins & Pearce, 1992).

The sources of a firm's decline can be classified as either external to the firm, such as industry
contraction. or internal to the firm, where performance is sub par to that of competitors and
can be attributed to the actions of those within the organization (Whetten, 1987; Cameron,
Sutton and Whetten, 1988). As for the urgency of the situation, Robbins & Pearce (1992) and
D’ Aveni (1989) provide methods for considering this dimension, suggesting that decline
severity and the rapidity of the decline as important situational elements. Overall, we expect
that aspects of the causes of decline and the urgency of the situation have important influences
on why retrenchment is pursued by certain firms and not undertaken by others. Figure 1
conceptualizes the proposed relationship of these factors to firm retrenchment and attempts
to integrate the various elements contained in the contrasting arguments.

Cause of Situation Retrenchment

Decline Urgency Strategy

Industry

Growth

Severity of
) Decline o

Employee | - | Expense

Productivity |, ] Retrenchment
Suddenness of
Decline
. L

Capital ) * Asset

Productivity S . Retrenchment

Figure 1. Research model.

The model displays five factors as sub dimensions of decline source and situation urgency.
It also indicates that two types of retrenchment must be considered. The first type is that of
expense retrenchment, which simply refers to the reduction of firm expenditures. Typically,
expense retrenchment refers to any reductions on the expense side of the ledger including
salaries, inventories, leases, utilities, ete. The second type of retrenchment concerns asset
reductions. which is entailed by the sell-off of firm property. plant and equipment. The
literature suggests that expense retrenchment indicates a short-term response, whereas the
reduction of assets denotes more long-term effects (Hofer, 1989; Robbins & Pearce, 1992).
Therefore, in order to fully consider the construct of retrenchment the model includes both.
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Figure 1 proposes that the causes of decline can impact the type retrenchment outcomes and
are mediated by the urgency of the situation. The logic behind this type of influence is that
whatever the source of decline, action will more likely occur if the firm is facing critical
circumstances and less likely to occur if not. As such, the financial health of declining
organizations may force them to respond in ways that are uncomfortable, yet necessary.
Evidence of this is suggested in a study by D" Aveni (1989), who found that firms in declines
with internal resource constraints were more extensively engaged in asset reduction activities.
In a related study, Schendel, Patton, & Riggs (1976) maintain that severe performance
downturns are more likely to cause management action than milder downturns. Also, Miller
& Friesman (1977) indicate that firms which experience gradual declines are increasingly
numb to activities in their external environment.

Figure | proposes that there are two aspects to situational urgency, which can mediate the
cause of decline on the retrenchment response. The first measure concerns the extent or
severity of the decline as conceptualized by Pearce & Robbins (1992). In their study, decline
severity, which is associated with the overall financial health of the organization in the midst
of decline, was found to moderate the effect of retrenchment on turnaround performance.
Another factor discussed by D’Aveni (1989) in his study of declining firms suggests a
different aspect of situation urgency. He proposed that there are patterns to decline in terms
of how rapidly or gradually resources deteriorate, which can be classified as sudden, gradual,
or lingering, and they suggest that a sudden decline produces an element of shock to the
management of an organization through abrupt resource scarcity. In a study of firms with few
than 500 employees, Chowdhury and Lang (1993) found that small firms do respond better to
crisis declines rather than gradual declines. As Tichy and Devanna maintain (1986). this is
similar to the “boiled frog” syndrome, where a frog will react instantancously to hot water,
but not if the water is gradually heated over time. These patterns along with the steepness of
a firm’s decline, as mentioned by both Barker & Mone (1994) and Pearce & Robbins (1994),
illustrate important elements driving its retrenchment response. Therefore, this paper argues
that the suddenness of a firm’s decline along with its severity would have a positive
relationship to retrenchment by dictating urgent action by the firm in responding to more
urgent situations. The model includes both of these dimensions in order to capture separate,
but associated elements of situation urgency.

Figure 1 also illustrates three sources of decline categorized as either an external or internal
cause discussed earlier. The external-based measure is that of industry growth or contraction.
This factor can be a source of firm decline regardless of whether it is a short-term cyclical
phenomenon or a decline stage of an industry life cycle. Either of these industry actions may
cause firms to struggle in maintaining market share and financial performance. O'Neill (1986)
suggests that even firms with strong positions in their industry have to make adjustments to
increase their performance in the midst of industry contraction. On the other hand, if an
industry is expanding and firm rivals are expanding their businesses, the management of a
declining firm could perceive that reducing business development expenses, such as
marketing or research and development might lead to a future loss of business. Therefore,
the external state of industry growth or contraction would influence a firm's decision to
utilize retrenchment.
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The same logic applies to declining industries. Harrigan (1980) maintains that reductions in
expenses could have negative impacts for declining firms who want to remain viable
competitors in a contracting industry, As such, this element of a firm’s domain would affect
the retrenchment response and could actuate a poor turnaround attempt. Therefore,
retrenchment is not an automatic option if a declining firm’'s industry is contracting and
should also be considered very carefully if the industry is growing and healthy. This reasoning
suggests that there is no clear relationship between either industry contraction or growth
and retrenchment. It can be argued, however, that there is an association between the
industry’s health and the urgency of a situation for a declining firm and that in this way its
retrenchment activities would be influenced. In keeping with Industrial Organization theory,
adeclining firm in a shrinking industry would face increased pressure to respond appropriately,
whereas many firms in healthy industries can perform at acceptable levels primarily due to
industry membership (Porter, 1981). Therefore, Figure 1 posits that industry growth will not
directly lead to retrenchment, yet will indirectly influence the retrenchment response through
the urgency of the situation as measured by severity and suddenness. Thus, the model and
previous arguments suggest the following hypothesis:

H1: Industry growth is negatively related to severitv and suddenness, which are
o O . -
positively related to both expense and asset retrenchment.

Descriptions of internal sources of decline are numerous in the literature; however, our
model concentrates on a dimension that is relevant to the ongoing competitiveness of the
organization. Firm productivity is an encompassing construct that may include many
dimensions of firm-based problems involving strategy, management, manufacturing, and
human resources and is perceived as one of the most important areas in which management
can maintain or improve corporate performance (Shetty & Butler, 1990; Klein, 1988). Figure |
employs productivity, or the lack thereol, as an internal source of organizational decline.
Also, as firms can be either capital or labor intensive, two productivity measures are used to
comprehensively capture this construct.

The model indicates that each of these measures of productivity have both direct and
indirect relationships with retrenchment activities. It can be argued that a firm which is
experiencing a lack of employee productivity would more likely respond to decline by
attempting to reduce expenses in an attempt to become more efficient and thus more
competitive. In similar fashion, a declining organization, which lacks capital productivity,
would attempt to reduce unproductive or wasteful assets. Thus, this problem would influence
the type of decline response by the firm. Therefore, the following hypotheses are offered:

H2: Emplovee productivity is negatively related to expense retrenchment.
H3: Capital productivity is negatively related to asset retrenchment.

Last, Figure | proposes that productivity would also involve indirect relationships with
retrenchment that are mediated by the two measures of decline urgency. If an organization is
productive, it has positioned itself in a way that erisis situations can be minimized. Therefore,
a negative relationship to severity and suddenness can be argued. A lack of urgency can
translate into a capacity to engage in numerous response strategies and be associated with
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a reduced need to retrench. These arguments suggest the following hypotheses:
H4: Employee productivity is negatively related io severity and suddenness.

HS5: Capital productivity is negatively related to severity and suddenness,

RESEARCHMETHODOLOGY

The research design formulated in this study is intended to carefully test the above hypotheses
and provide generalizable results concerning the findings. This enables researchers and
practitioners to have a richer understanding of the retrenchment actions of organizations
facing decline. One key component of any turnaround research is to develop an accurate
sample of firms that have undergone decline. The literature suggests that several criteria
should be used for this. The study sample was drawn from industrial and commercial machinery
and computer equipment manufacturing firms distinguished in SIC major group 35. This
allows the testing of different industries as required by the research questions, while at the
same time limiting the broadness of the categorizations. The timeframe of the sample covers
the fiscal years 1980 through 1993 allowing sample firms the appropriate amount of time for
performance declines and strategic responses. Also, this time interval is considered appropriate
as it includes cyclical recessions, growth, and stagnation, which provide a wide range of
environmental conditions. The firms examined in this study met the following performance
criteria:

«  Two consecutive years of Return on Investment above the risk-free rate of return. As
modeled by Barker and Duhaime (1997) the return rate for six month U.S. treasury notes
at auction, reported in the Economic Report of the President, were used as a proxy for
risk-free rate. Important to this criterion is that it excludes from the sample firms which
are continually failing and limits the study to those that are truly in turnaround situations.

*  Atleast three consecutive years of ROl below the risk-free rate. Porter ( 1980) proposes
that a firm is failing in economic terms if it does not earn a return greater than the risk-free
rate.

+  Atleast one year within the three years of decline with a negative net income. This was
proposed by Barker (1992) as an additional conservative criterion and represents a
firm’s inability to cover its costs.

The initial phase of the study applied the sample criteria to the COMPUSTAT database and
determined 110 potential participants for the study. Data was then collected for each of the
constructs previously hypothesized as having an influence on the decline response of the
sample firm. Organizations for which the required data was not available were removed
yielding a final sample of 97 firms. By following the examples of previous turnaround research,
the study collected data at three points in time on a firm-by-firm basis. Time | included the
vear of peak performance in the two years prior to the downturn. Time 2 included the year in
which the sample firm’s decline reached its lowest point. Time 3 measured the year when
asset and expense reductions were discontinued or if no reduction was undertaken then this
point equaled a year where the elapsed time was equal to a firm’s average turnaround time of
three to four years (Robbins & Pearce, 1992).
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The dependent variables concerning expense and asset reductions were gathered from firm
financial data at Time 2 and Time 3. Expense data and asset data was used to create a
continuous variable as follows:

EXPENSE RETRENCHMENT = (Expenses Time 3/Expenses Time 2)-1
ASSET RETRENCHMENT = (Assets Time 3/Assets Time 2)-1.

Thus, a negative value for these dependent variables indicates reductions in expenses or
assets, whereas a positive value denotes an increase in assets or expenses over this time
period. The value itself equals the percentage change in either assets or expenses from time
210 Time 3.

The two measures of situation urgency are also taken from the turnaround literature. DECLINE
SEVERITY has been well established in the strategy literature and is typically determined by
using Altman’s (1968) Z value method. This measure predicts financial health in terms of how
close to bankruptcy an organization is. It provides a score between one and five, with one
being the most severe state. Scores of three or above mean that one can confidently predict
that a firm will not go bankrupt in the short term. The data for this variable were gathered at
Time 2, the lowest point of decline. SUDDENNESS OF DECLINE was measured in terms of
the number of years it took of firm to go from a healthy financial position measured at Time
1, to the lowest point in its decline cycle measured at Time 2. Therefore. the lower the number
of years, the more the sudden the decline of the firm.

The third element under study is that of market growth or contraction. As proposed in Figure
1, this is an external cause of firm decline. This variable is primarily concerned with the
industry or industries that a firm is active in. The data were collected from Predicast’s
Industry Reports which details industry shipments for each 4-digit SIC code per year. The
initial step for collecting this data was to determine each firm’s main industry at Time 2. This
was accomplished by analyzing a firm’s sales per 4-digit code as provided by the
COMPUSTAT database. Of the 97 firms in the sample. all but eight indicated at least two-
thirds of its sales in one 4-digit SIC industry. For these eight firms, each of its major industries
was identified along with the percentage of firm sales attributed to each. After this process
was completed, data on each firm’s industry shipments was collected at Time 1 and Time 2.
For the eight firms, which participate in more than one major SIC industry, a figure was
determined by including the percentage of sales for each SIC code and the weighted industry
average for each time period. To ensure that this method properly captured the growth or
contraction of a firm’s industry shipments, the results were checked with the change between
Time 1 and Time 2 for each individual SIC industry code. For each subject, the direction of
growth or contraction of the weighted average figure agreed with the direction for each of
the individual industries. Lastly, each industry determined at Time 2 was checked with a
firm’s 4-digit SIC codes at Time | and Time 3 to ensure that the reported industries remained
consistent for each subject over the designed time period of the study. Once the industry
data were collected for each firm at Time 1 and Time 2, they were transformed into a continuous
variable as follows:
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INDUSTRY GROWTH = (Industry Shipments Time 2/Industry Shipments Time 1)
-1.

Thus, positive values indicate a growing industry; whereas negative values denote a
contracting industry.

To assess the firm's employee productivity, two procedures were undertaken. First, the firm’s
total sales were divided by the number of employees to determine a productivity ratio at Time
2. Second, this measure was examined in relation to competing firms in its industry for the
same time period. The industry average was collected from the COMPUSTAT database for
each firm’s primary SIC code. For those eight firms that significantly participated in more
than one SIC industry, weighted averages were again calculated to determine a productivity
figure. Once the data were collected, employee productivity for each firm was computed by
employing the following formula:

EMPLOYEE PRODUCTIVITY = Firm Productivity/Industry Average Productivity.

Values greater than one indicate that the firm’s employees are more competitive than its
rivals, whereas values less than one provide evidence that its productivity is worse, In the
same manner, the firm’s capital productivity was determined by calculating both firm and
industry’s sales divided by property, plant, and equipment at Time 2. Thus, the following
indicates the computation of the variable for the capital productivity of each declining firm:

CAPITAL PRODUCTIVITY = Firm Capital Productivity/Industry Average
Productivity.

RESULTS

Descriptive statistics and correlations for each variable are presented in Table 1. The means
of the dependent variables are both are close to zero; however the standard deviation for
both Expense Retrenchment and Asset Retrenchment is in the 50% range. This indicates that
the sample includes firms which retrenched during the decline and also those that increased
assets and expenses. Therefore, the sample contains firms which pursued a full range of
retrenchment activities and is appropriate for examining the previously discussed research
questions. Also, note that the two retrenchment variables are significantly correlated with
each other, demonstrating a positive relationship; however it is not so strong that each
variable measures the same construct. Table 1 also indicates that this relationship exists
between the two productivity measures as well.
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The previously discussed hypotheses were tested by using a fully saturated mediated path
model. This method was chosen in order to fully test the theoretical propositions
simultaneously and is appropriate for examining both direct and indirect relationships (James,
Mulaik, and Brett, 1982). The path coefficients were derived by running a path analysis
within the Lisrel program. The model also indicates whether the coefficients were significant
atthe .05 or .01 level.

Cause of Situation Retrenchment
Decline Urgency Strategy
-40
Industry
Growth -26
Severity of |2
04 ‘ ) Decline | .04°
Employee | I - | Expense
Productivity | .08° Retrenchment
~191 7T Suddenness of
B Decline
-25 —l |
Capital 25 ) 15° | N Asset
Productivity . | Retrenchment

Figure 2. Final path mediation model.

As Figure 2 displays, the model supports many of the proposed hypotheses. Hypothesis |
relating industry growth to asset and expense retrenchment as mediated by decline severity
and suddenness is partially supported. It appears that the relationship between industry
growth and the two variables of situation urgency are negative as the hypothesis proposed,
but are not significant. However, the results suggest that decline severity and suddenness
do impact retrenchment activities as the hypothesis indicated. Each relationship is significant
at the .05 level and is found for both asset and expense retrenchment. Figure 2 indicates that
this relationship is stronger between the suddenness of the decline and the retrenchment
variables.

Overall, it appears that industry performance has little impact on the urgency of a declining
firm: however if the situation does become urgent, especially for firms experiencing sudden
declines, then retrenchment can be predicted. Also, it appears that the relationship of both
urgency and suddenness to asset retrenchment is slightly stronger than the relationship to
expense retrenchment, indicating that firms in crisis situations are more likely to feel the need
to reduce assets. Likewise. firms experiencing less urgent declines do not reduce assets as
heavily. The difference here could lie in the short-term nature of cutting expenses as opposed
to assets. Urgent situations bring about more drastic solutions, which involve the long-term
ramifications of asset reductions.
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As for Hypotheses 2 and 3 regarding the influence of productivity on retrenchment, both are
supported. Employee productivity has a significant, negative direct effect on expense
retrenchment and, in the same fashion, capital productivity has a significant, negative direct
effect on asset retrenchment. This provides support for the argument that retrenchment is
not an automatic solution for firms in decline. If declining firms are productive in relation to
competitors, then the retrenchment response is considered less appropriate. However, if this
is a source of decline, then firms are likely to retrench.

Last, Hypotheses 4 and 5 discussing the relationships between productivity and situation
urgency are not supported. Even though the direction of the relationships between employee/
capital productivity and the measures of situation urgency are in the hypothesized direction,
the results are not significant.

The explained variance for each of the retrenchment outcomes is determined by the squared
multiple correlations for this model. These figures are 14% and 17% respectively for expense
and asset retrenchment. This finding indicates that the aspects of the decline and the
measures of situation urgency employed in this model can be used to explain this level of a
declining firm’s retrenchment activities.

DISCUSSION AND CONCLUSION

Overall, the results of the path analysis provide partial support for the previously discussed
arguments and contribute to our understanding of retrenchment. As has been stated, the
research question in this study dealt with influences on a firm's retrenchment response to
decline. The results indicate that both the sources of decline and the urgency of the decline
situation must be considered when investigating retrenchment actions. One of the significant
contributions this study makes concerns the different retrenchment strategies that firms
pursue. As the results regarding productivity indicate, organizations institute turnaround
strategies that focus on areas of internal weakness and avoid reducing areas of strength.
This is displayed in the findings concerning the influence of firm productivity on retrenchment
outcomes. For example, if a firm’s assets are highly productive in comparison to competitors,
then this is an area of strength to the firm. In this situation the reduction of expenses would
be more appropriate for generating cash than reducing assets. The firm could determine that
a strategic reorientation is most appropriate since its internal operations are competitive in
comparison to industry rivals. In this way the retrenchment cannot be considered merely a
consequence of decline as Barker & Mone (1994) suggest because many declining firms do
not respond this way when effectively productive.

Another contribution of this study is the examination of the urgency of decline as measured
by severity and suddenness. The results suggest that this is an important factor of whether
firms pursue retrenchment responses to decline. The findings strengthen the argument that
retrenchment is not the answer for all firms in the midst of decline, but is likely for firms in
extremely urgent situations. Also, the findings support an integrative approach for explaining
a firm’s retrenchment actions in that both the urgency of the situation and specific decline
characteristics were found to be significant influences. This indicates that determining or
predicting the actions of a declining firm cannot be approached in a simplistic manner, but
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must consider the strengths and weaknesses of the individual firm and the pressures that it
faces.

As with all large sample research investigating corporate turnaround, this study is limited by
the difficulty of capturing the totality of this phenomenon precisely. The process can involve
such elements as top management characteristics, corporate culture, or strategic momentum
(inertia), which are underlying influences to any specific responses that organizations attempt
when combating decline. An advancement in this research area would be to combine both
archival and direct sources of data in order to capture a richer understanding of these
influences on turnaround attempts. It would also be beneficial to expand the sample of firms
in various industries to test for differences across industries and among service firms. Of
course, for turnaround researchers the primary goal is to be able to determine appropriate
responses to organizational decline. This study builds upon previous research by providing
rescarchers and practitioners with a method for seeing beyond simplistic prescriptions for
declining firms and for determining the factors driving a firm’s actions.
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Business Faculty Job Selection: Factors Affecting the
Choice of an Initial Position

Steven C. Hunt. Western [llinois University

This study examines the factors new management faculty consider most important in
accepting a particular academic position, their level of knowledge about these factors
prior to accepting the position, and their level of confidence that they selected the correct
school. Differences were found in importance of factors in job selection between those
going to doctoral-granting vs. non-doctoral schools and between male and female
respondents. Many applicants had poor levels of understanding of certain variables they
ranked highly in their job acceptance decision. Also, information is presented on how
interviews with universities were obtained and conducted. and applicants™ satisfaction
with the process. The results of this study are compared and contrasted to accounting and
finance studies to determine general conclusions that apply across business disciplines
versus those that are more related to management PhDs,

INTRODUCTION

Choosing the best employees is essential to the success of any organization. For the employee,
selecting the best initial position is an important determinant of future success. Studying
factors of importance to new management faculty in selecting their first academic position
should add to the academic literature and also provide practical help to both new PhDs
seeking positions and the universities recruiting them. Prospective faculty should find
instructive the factors of importance in selecting a first academic position by new faculty
who are well satisfied with their position. University administrators and departmental search
committees should be interested in the importance applicants place on various factors in
selecting a position. in order to attract desirable faculty members. While factors of importance
in selecting academic positions have been examined in recent accounting and finance research,
I am aware of no such studies in the management area. Research should be performed in
individual academic areas because of a) differences in job markets for those in different
academic areas of business and b) individual differences that may cause people to choose
one major over another. However. this research should be of interest to those in other
business areas, since it provides additional support for the generalizability of previous
findings across disciplines as well as indicates where differences exist among members of
different academic areas.

Selecting one’s first academic position is a crucial step in a career. It is important that job
applicants obtain sufficient amounts ol accurate information about variables they consider
important in the job decision. If applicants have a good understanding of the position and
the university. they should be more likely to choose the position that is best for them. If
applicants accept a position and later discover that they did not receive accurate information,
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they are likely to become dissatisfied and leave. Those departments that are seen as particularly
forthcoming in these areas may be viewed as more appealing by job applicants and thus be
more likely to attract and retain the best faculty. Determining the variables on which applicants
have low levels of understanding may help new PhDs focus on areas where they need to
obtain more information. Applicants’ levels of understanding of such factors have not been
examined in previous research.

Prior to making a job decision, applicants must obtain, conduct, and draw inferences from
interviews with universities. New management PhDs may benefit from knowing techniques
that others have used successfully to obtain interviews. Research on areas of applicant
dissatisfaction with the interviewing process may help prospective faculty know what to
expect, thus increasing their chances of obtaining on-campus interviews with desirable
universities. Such knowledge is important, because with more stringent tenure requirements,
new PhDs are competing not only with each other but also with experienced faculty for
assistant professor positions. Departmental search committees can use information about
areas of applicant dissatisfaction to improve their recruiting processes and better attract and
retain the interest of desired faculty. In many departments, those not on an official search
committee can still influence hiring decisions through their interaction with potential faculty
and their input to the committee; therefore, “department”™ will be used instead of “search
committee” in this article,

The remainder of this study is organized as follows. The next section discusses the research
questions. The third section briefly reviews the relevant literature. The fourth section discusses
the research methodology used. The fifth section presents and discusses the results. Finally,
conclusions, limitations and implications for future research are provided.

RESEARCH QUESTIONS

This research has five major purposes, which follow from the previous discussion. The
primary purpose is to empirically examine which factors are important in the selection of
academic positions by new management faculty. It also looks for differences in factors for
those joining doctoral vs. nondoctoral schools. Information is obtained on actual job selection
decisions. Faculty satisfaction with the position selected is also examined.

A second purpose of the research is to determine the extent to which management faculty
applicants obtain a good understanding of factors important to their job decision. Some
items of likely importance to academic job applicants, such as tenure criteria, may be complex
issues for which accurate information may be difficult to obtain. Potential management
faculty may have not pursued these issues sulficiently or may have received vague or even
misleading information from the school.

A third purpose is to obtain quantitative and qualitative data about the interviewing process,
which has received little attention in previous research. A fourth purpose is to empirically
examine gender differences in job search and selection of new academic management positions.
Finally, results are compared to those of recent accounting and finance studies.
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This research focuses on the entire job search and selection process. It is useful to examine
applicants’ behavior and perceptions from the point of deciding on what schools to contact
for initial interviews to conducting those interviews, obtaining information about various
attributes of a school, follow-up interviews on campus, receipt of job offers, the acceptance
of a position, and finally, later satisfaction with the choice. Knowledge of where in the
process problems occur is useful in suggesting improvements.

LITERATURE REVIEW

Many of the studies involving factors of interest to business faculty have been in the
accounting area. Kida and Mannino (1980) sent questionnaires to new PhDs to find out
factors that they would consider important in accepting a first academic position. Differences
were found between those going to doctoral vs. non-doctoral schools. Holland and Arrington
(1987) surveyed accounting faculty who actually accepted positions and found that personal
and family matters, such as spouse’s happiness, family happiness, and quality of life, were
emphasized more than in Kida and Mannino (1980). Those moving to doctoral institutions
showed greater concern over research opportunities and ability to get along with the
department chair. Both groups considered salary to be important.

Eaton and Hunt (2002) examined factors for accepting faculty positions as well as interviewing
factors. They found teaching load, compatibility with other faculty. and spouse’s evaluation
to be the most important factors. Eaton and Nofsinger (2000) found similar results in the area
of finance. Both Eaton and Hunt (2002) and Eaton and Nofsinger (2000) found considerable
differences between those going to doctoral and those going to non-doctoral schools. Both
found, for example, much higher concern about the likelihood of getting tenure among those
going to non-doctoral schools. None of these studies examined job applicants’ levels of
knowledge about factors of importance to them.

Eaton and Hunt (2002) also examined relocating faculty’s decisions. Factors of importance
were similar to those of new PhDs. Most left their previous employment voluntarily. The
main reasons were incompatibility with other faculty and spouse’s evaluation of the area.
However, a number of respondents indicated that they were not dissatisfied, but had received
an outstanding offer from another university. Those who left involuntarily either did not
receive tenure or thought they would not in the future.

Several studies have examined the interviewing process. Hunt and Eaton (1999) and Eaton
and Nofsinger (2000) obtained information about applicants obtaining interviews, both initial
and on campus, and areas of dissatisfaction with the process. The former study found
concern about schools not inviting spouses on the campus interview. Both studies reported
complaints about not receiving replies to applications and waiting a long time for an offer,
only to be told they had to accept or reject it immediately. Eaton and Hunt (2002) and
Ostrowski (1986) obtained limited information on accounting interviewing.

One management study (Hunt & Sawhney, 2003) examined management PhDs initial
interviews at the Academy of Management conference. Respondents contacted approximately
18 schools for interviews and were successful in obtaining interviews about 70% of the time.
A moderate level of satisfaction with the process was noted. Major complaints included
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rushed interviews with little exchange of information and crowded conditions in a common
interviewing room.

A great deal of research has been performed on job search and selection in the psychology.
organization behavior and vocational behavior literature. Excellent reviews are provided by
Breaugh and Starke (2000) and Ryan and Ployhart (2000). Selected relevant research is
discussed below.

It has long been known that various individual differences, such as gender, affect the relative
importance of various factors in job selection (Rynes, Heneman, & Schwab, 1980). A recent
study by Thomas and Wise (1999), using factors that had proven to be important in previous
research, found that both job factors (such as salary, opportunity to use abilities, and
challenging and interesting work) and organizational factors (such as corporate reputation,
location. job security, and opportunities for advancement) were very important in job
selection. Both males and females found job factors to be more important. Females found job
factors to be significantly more important than did males.

The effect of gender on job search is an important research area. since lower initial job search
by females may lead to lower lifetime earnings (Bain & Fottler, 1980: Howell & Reese, 1986).
Results of other research (Huffman & Torres, 2001; Steffy, Shaw, & Noe: 1989; Rynes &
Rosen, 1983) has provided inconsistent results. Eaton and Hunt (2002) found few significant
differences between males and females in job search. However, females were much more
concerned about job opportunities for spouses and showed significantly less satisfaction
that they had selected the best faculty position.

One’s first employment has significant influence over his or her subsequent career
(Rosenbaum, 1979). Thus academic job seekers should apply to a large number of universities,
which should lead to more initial interviews, campus interviews, and job offers (Dyer, 1973:
Stumpf, Austin, & Hartman, 1984). Interviews are extremely important for both parties. As
recruiters evaluate applicants, the applicants are evaluating the organization and the position
(Breaugh, 1992). As interviewers, potential colleagues are viewed as particularly valuable
sources of information. (Rynes & Barber, 1990).

Job seekers have to make job choices when many of the job characteristics are not known
with certainty at the time. There is also the question of what applicants know at the time
versus what they think they know (Schwab. Rynes. & Aldag. 1987). They may find later that
the information they had obtained prior to a job decision was misleading or incomplete.

Faculty candidates who obtain sufficient accurate information about the university,
department and the position should. if hired, be more satisfied, perform better (since their
skills and interests are in line with what is required of them), and be less likely to leave
(Wanous, 1992). Those who later find that their skills and interests do not fit well with the job
or institution frequently blame the organization. Rousseau (1995) found that new hires often
consider theiremployer to have failed to keep promises. So if job applicants receive inadequate
or inaccurate information, the result can be poor job selection, followed by poor performance
and job satisfaction and finally, eventual turnover (Breaugh & Starke. 20040).
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Expectancy theory and signaling theory are useful in analyzing job search and selection.
Expectancy theory indicates that applicants will be attracted to jobs that they believe will
lead to positive outcomes. The expectancy of being hired times the attractiveness of the
organization equals applicant effort to join the organization (Vroom, 1964: Wanous, Keon, &
Latack, 1983). How the university treats the applicant during the recruitment process affects
the applicant’s perceptions of the likelihood of receiving an offer and how he or she would be
treated while working there. Signaling theory (Rynes, 1991) also indicates that an organization
sends signals about its hiring intentions and overall attractiveness by the way it treats
applicants on a site visit. Applicants who are treated badly in the recruiting process expect
similar poor treatment as faculty at that institution (Rynes, Bretz, & Gerhart, 1991, Rynes,
1991). This is especially the case since university personnel are expected to be on their “best
behavior” during interviews (Ornstein & Isabella, 1993). Improving the recruiting process
may benefit both parties. For the applicant, this means reduced stress and greater satisfaction.
Benefits to the department include increasing the likelihood that top candidates apply for a
position and accept offers (Boudreau & Rynes, 1985; Turban, Forret, & Hendrickson, 1998).
This should lead to greater satisfaction and lower turnover of new faculty.

Schwab etal. (1987) noted the importance of the timing issue in job selection. Employers can
affect the acceptance of job offers through the amount of time they allow applicants to
consider offers. Short time periods create problems for applicants, who may have to make a
decision before other employers have made offers. This may result in applicants accepting a
position reluctantly and then looking for a better position in the near future.

RESEARCH METHODOLOGY

I obtained the Academy of Management online academic listing. Faculty were selected if
they started a U.S. faculty position in 1997 or 1998 (the listing ended in 1998) and received a
Ph.D. degree in the year they started the position or were ABD. I omitted visiting professors,
instructors and lecturers because of the likelihood that their positions were not tenure-track.
Two hundred seven qualified persons were identified and sent a questionnaire asking for the
following information:

*  Demographic questions (age. gender, marital status)

*  Importance of 32 factors (e.g.. teaching load, class size, research funding, spouse’s
evaluation of the area) on the decision to accept employment at their current school.
Respondents were asked to rate each variable on a seven-point scale as follows:
I=not at all important, 7=extremely important. The categories were those used in
Eaton and Hunt (2002), which in turn had been adopted from Kida and Mannino
(1980) with minor changes.

*  The respondent’s primary teaching and research areas

*  Various characteristics of the respondent’s new school

*  The percentage of schools contacted by each of nine means of obtaining job
interviews

*  The number of schools contacted

*  The number of on-campus interviews and interviews at management conferences
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*  The number of job offers received
¢ The level of confidence that the correct offer was accepted

*  Areas of dissatisfaction with the interviewing process

Subijects were assured that their responses would be kept strictly confidential. Postage paid
return envelopes were included in the mailing. A small number placed on the back of the
return envelope was used to determine who responded to the initial mailing.

| contacted those who had not returned the questionnaire within one month in one of several
ways. Those with e-mail addresses in the listing were sent a personal e-mail requesting that
they complete and return the questionnaire. I left voicemail messages for those without e-
mail addresses. The few whose listing lacked either an e-mail address or voicemail number
were mailed second requests. The e-mails were successful in improving the initial response
rate of 21%. However, nobody responded to a second mailed request and only two responded
to a voicemail message. The final response rate was 68/207 (32.9%). Twenty-seven individuals
were no longer at the school on the online listing. Thus the response rate of those still at the
original school was 68/180, or 37.8%. No significant differences between early and late
responders were noted, except that those who went to doctoral-granting schools tended to
take longer to respond than those accepting positions at non-doctoral schools.

RESULTS AND DISCUSSION
Demographic Information

A description of various demographic variables relating to the respondents is shown in
Table 1. Thirty-two percent of the respondents were female. Average age of respondents
was 38.9 years. Approximately three-quarters were married. Sixty percent selected positions
at non-doctoral schools. The largest number of faculty was in the area of strategic policy/
entreprencurship for teaching and organizational behavior/human resources for research.
Twice as many went to teaching-oriented as to research-oriented schools. The selection
process, which was designed to select only tenure-track individuals, was supported when all
respondents indicated that they were in tenure-track positions, except one who was in a non-
tenured institution. The great majority indicated that they were in AACSB accredited business
programs. Most came from public, as opposed to private, institutions.

Factors of Importance in Selecting a Position

Rankings and mean scores of importance are shown in Table 2. Professional issues dominated
for faculty accepting positions at both doctoral and non-doctoral institutions. The most
important arcas for doctoral faculty were (from first to fifth) teaching load, likelihood of
obtaining tenure, compatibility with other faculty, spouse’s evaluation of the area, and support
available for research. Non-doctoral faculty put teaching load first, followed by compatibility
with other faculty, likelihood of obtaining tenure, criteria used for promotion and tenure
decisions, and opportunity to teach desired courses. Whereas spouse’s evaluation of the
area was important (tied for fourth-fifth for doctoral, sixth for non-doctoral), job opportunities
for spouse were considered relatively unimportant for both groups. Base salary was of some
importance to both groups. (12 for doctoral and 9 for non-doctoral), but opportunities to
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TABLE 1
Demographic Factors

Factor Percentage
Gender
Male 67.7
Female 323
Age (median) 389

Marital Status

Married 738
Single 26.2
Type of School
Doctoral 402
Non-doctoral 598
Primarily teaching-oriented 418
Primarily research oriented 194
Equally weighted 388
Public 612
Private 388

Accredited by AACSB

Yes B4 6
No 154
Teaching Area

Strategy & Policy / Entrepreneurship 299
Organizational Behavior / Human Resources 283
Operations Management 209
Other (primarily Management Information Systems) 134
Management Theory 3.0
International 30
General 1.5

Research Area

Organizational Behavior / Human Resources 30.3
Strategy & Policy / Entrepreneurship 98
Operaticns Management 9:7
Other (primanly Management Information Systems) 12.2
International 45
General 3.0
Management Theory 1.5
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make additional money (consulting and summer teaching) ranked near the bottom. Respondents
were asked to identify other important variables in their decision. Very few did so, which
indicates that the 32 variables in the questionnaire well captured the significant factors in the
decision to accept a faculty position.

Factors of greatest importance in the current study are somewhat similar to those in Eaton
and Hunt (2002) and Eaton and Nofsinger (2000). However. several surprising differences
were noted. In the other studies, likelihood of obtaining tenure was significantly more important
for those at non-doctoral than at doctoral schools. In the current study, those at doctoral
schools placed slightly higher importance on it than those at non-doctoral schools. The
previous studies found that those going to doctoral schools found significantly greater
concern for research support than did others. Both groups considered it highly important in
the current study. Management faculty at all types of institutions seem to be concerned
about getting tenure and the related need for research. As compared to accounting and
finance faculty, management faculty may be less confident that they will get tenure or perhaps
have more interest in a long-term role at their first school, as opposed to simply going
elsewhere if they do not obtain tenure. A management colleague suggested that management
is a more flexible field than accounting. Faculty may be able to teach in a number of the many
areas of management. This may lead to more competition for positions and more uncertainty
over obtaining tenure, because faculty might be more easily replaced than in accounting.

The finding that quality and motivation of students did not rank highly (18th for those at
doctoral schools and 14th for non-doctoral) might appear somewhat surprising, in view of
the teaching orientation of the respondents’ schools. Similar results, however, were found in
Eaton and Hunt (2002).

Only five items showed significant differences between those at doctoral schools and those
at non-doctoral ones. Those at doctoral schools placed higher importance on existence of a
Ph.D. program; prestige of school or department; and background, interests, and research
orientation of other faculty. Faculty at non-doctoral schools placed greater emphasis on
class size and compatibility with the Dean. Overall, new management PhDs showed
considerably less variation between those going to doctoral-granting and those going to
non-doctoral schools than did other new PhDs in Eaton and Hunt (2002) or Eaton and
Nofsinger (2000). This may indicate some important differences in the characteristics of
management, as opposed to accounting and finance, PhDs.

The most important factors in accepting a faculty position were similar for male and female
respondents, as shown in Table 3. Female respondents’ mean scores were highest for teaching
load, followed by compatibility with other faculty, spouse’s evaluation of the area, availability
of funds to travel to meetings, and research support. Males placed greatest importance on
teaching load. likelihood of obtaining tenure, criteria used for tenure and promotion decisions,
compatibility with other faculty, and availability of funds to travel to meetings.

However, considerable gender differences were found. Generally, females found more items
to be important in their decisions than did males. This was found in neither Eaton and Hunt
(2002) nor Eaton and Nofsinger (2000). In the current study, females gave 18 of the 32 items
an average of 5 or better on a 7-point scale of importance. On the other hand, males had only
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11 items with an average of 5 or higher. Females also had significantly higher importance
scores than men in ten areas: availability of funds to travel to meetings; job opportunities for
spouse; spouse’s evaluation of the area; class size; opportunity to teach desired courses;
compatibility with other faculty; background, interests, and research orientation of other
faculty; quality and motivation of students; location of school (urban vs. rural); and amount
of committee work. This and other tests of significance in this study were performed using
two-tailed Mann-Whitney U tests.

The significantly greater concern on the part of female subjects over spouse’s evaluation of
the area and job opportunities is consistent with Eaton and Hunt (2002). Eaton and Nofsinger
(2000) also found significantly higher concern by females for spouse job opportunities.

Level of Knowledge

Generally, both groups of faculty indicated a high level of knowledge about the items they
considered important in their decision, as shown in Table 2. Although both groups considered
compatibility with other faculty to be very important, they rated their knowledge of that
factor relatively low. Both doctoral and non-doctoral respondents indicated lower knowledge
of research support, likelihood of obtaining tenure and the criteria for tenure decisions than
their high importance ranking would indicate. Compatibility with the department head and
dean were also ranked relatively low on knowledge.

Those going to non-doctoral schools stated a greater awareness of factors dealing with the
community as opposed to the university. This was shown by higher knowledge scores for
cost of living in the area, available recreational and cultural activities, and job opportunities
for one’s spouse.

Few gender differences were found in the level of knowledge about various items. This is
somewhat surprising, considering the fact that females rated eleven items significantly higher
than males in importance to their job decision. Females, however, reported significantly
higher knowledge of research support, university funding for travel to meetings, and job
opportunities for spouse. Females reported significantly lower levels of knowledge regarding
the likelihood of getting tenure.

Interviewing

Considerable information was obtained about the interviewing process. Respondents
contacted an average of 31.1 schools. The range was from one to 100. No significant
differences were noted between males and females. These numbers are difficult to compare
to those in Hunt and Sawhney (2003), which looked only at conference interviews. However,
they are considerably lower than for new finance PhDs in Eaton and Nofsinger (2000). Nearly
half (47.7%) of respondents attended a national meeting of the Academy of Management.
Only 13.4% attended a regional meeting. The most common methods of obtaining interviews
were replying to advertisements in the Chronicle of Higher Education, replying to a school
advertisement on the Academy of Management website, and having a resume placed on file
at the Academy of Management national meeting. In contrast, the most popular method for
new accounting PhDs in Eaton and Hunt (2002) was to respond to schools cold (not in
response to an advertisement).
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Respondents received an average of 3.8 on-campus interviews. Male respondents reported
2.73 job offers and females had an average of 2.19. Those who went to doctoral schools had
2.67 offers, while those at non-doctoral schools had 2.52 offers. Neither difference was
significant at the .1 level in a two-tailed Mann Whitney U test. These results are similar to
those in Hunt and Eaton (2002), but the on-campus interviews and offers are lower than in
Eaton and Nofsinger (2000), reflecting a lower number of schools contacted.

Participants were asked to identify negative experiences in the interviewing process in order
to provide information to schools as to how they could better attract desired faculty.
Approximately one-third of the respondents mentioned problems. Most of these respondents
mentioned multiple problems. The most common was schools keeping applicants waiting for
a long time after the campus interview without any word of their status. Rynes et al. (1991)
observed this phenomenon and indicated it decreased applicants™ interest in accepting
offers if they eventually were made. On the other hand, once an offer is made, universities
often expect an immediate reply. Several participants complained that schools did not respond
to applications or even contact them after campus interviews. These complaints were noted
in Hunt and Eaton (1999) and Ostrowski (1986).

Several also indicated that interviewers were less than forthcoming about their school’s
research support and tenure requirements. Three respondents mentioned inappropriate
interviewer behavior: sexual overtures or drunkenness. One respondent indicated that he
considered reopening his law practice with a specialty in employment law, defending college
professors interviewing prospective faculty! No one mentioned a failure of schools to pay
for a spouse visit, a major complaint in Hunt and Eaton (1999),

Confidence in Selecting the Right Position

Respondents indicated high levels of confidence that they selected the right faculty position.
On a scale of 1 1o 7, with 7 representing that one was sure that he or she had chosen the
correct offer, those at doctoral schools averaged 6.04, while the mean for those at non-
doctoral schools was 6.19. The figures for males versus females were 6,00 vs, 6.45. Neither of
these differences was significant. These results contrast with those of Eaton and Hunt
(2002), in which accounting faculty at doctoral schools displayed significantly greater
confidence than those at non-doctoral schools, and males displayed greater satisfaction
than females.

CONCLUSIONS, LIMITATIONS, AND SUGGESTIONS FOR FURTHER
RESEARCH

Conclusions

Respondents provided valuable information about factors afTecting their decisions to accept
particular job offers. Teaching load, likelihood of obtaining tenure, compatibility with other
faculty, spouse’s evaluation of the area, criteria for tenure, availability of funds to travel to
meetings, opportunity to teach desired courses and research support were highly rated
factors. These, then, are items that should be stressed in interviews with faculty candidates.
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