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measures toward SME drafted by the Shenzhen Stock Exchange make private enterprises listed on SME show more conservatism. This shows that SME enhances

its conservatism through the strict regulatory measures by Shenzhen Stock Exchange and the difference between two boards has an impact on conservatism.

Research on Accounting Information Quality and Response to

Anti — dumping based on Internal Control

Sun Fangcheng et al.

Based on theperspective of the internal control of anti — dumping response China$s export enterprises strengthen internal controls that will enhance the
quality of accounting information and the ability of anti — dumping investigations. It is great significance that they safeguard their rights and interests.
First this article theoretically analyses the important role of the internal control process in the anti — dumping investigation. Second we collect hand data
for its empirical analysis. The results show: investigation agencies make the lower tax rate when it is better internal control higher the quality of account—
ing information. Investigation agencies make the lower tax rate when it is better corporate risk assessment more timely risk identification analysis and re—
sponse. Investigation agencies make the lower tax rate when it is better anti — fraud mechanisms higher the quality of accounting information. It supports
the hypothesis; the results are robust after robustness testing. It provides empirical evidence and helps more in — depth understanding of micro — factors in

the anti — dumping. Tt is theoretical and practical significance.

Study on the Integration of Internal Control Evaluation
Wu Qiusheng & Yang Ruiping

In order to give full play to the role of internal control evaluation and try to save the cost of internal control evaluation four kinds of internal control
evaluation including purposes of financial statements audit = self — perfect self — disclose and internal control audit shall be performed integrately. Ac—
cording to the connotation and collaboration needs of the different internal control evaluation embodied in specific evaluation activities this paper puts for—
ward internal and external subject integration within the subject. These two types of integration are named integration within subject i. e. the first level
of integration. At the same time the integration between subjects based on the sharing of basic data and evaluation methods is named the second level of
integration. The implemention of two levels of integration can better serve the angles of the evaluation standard and realize the multidimensional evaluation

goal and promote the perfection of internal control and enhance the quality of evaluation report.

The Research on the Process control — oriented Internal Control System of Contract
Ma Ying

The paper presents a method to establish the internal control system of enterprise contract base on " contract law" which is the legal background and
the means of process control — oriented the study found process control is more targeted and early warning combine with the characteristics of process con—
trol. The four main factors of contract control system are constituted by " System" " institutional” " person" and " path". The paper explored and
accessed the internal control system of the contract which is the process control — oriented control means of process the main carrier endogenous condi—
tions and economic consequences withs IMPORT & EXPORT COMPANY practice case in order to help companies seek the path of internal control insti—
tutional changes of the contract and improve the effectiveness of the risk management

KeyWords: Process control Internal Control System of Contract Early Warning System

The Impact of Human Capital and Salary on Operating
Performance for Public Accounting Firm

Horng — Ching Kuo et al.

This study investigates the relationship among human capital salary and firm operating performance by using regression analysis. Empirical data are
obtained from the 2004 —2007 Census Report of Public Accounting Firms in Taiwan. Empirical results indicate that first the higher the level of human
capital the higher the salary level for public accounting firms. Second those public accounting firms that pay higher salaries tend to have better organiza—
tional performance. Third. higher levols of human capital generally lead to higher operating performance. Finally salary is a mediator between human
capital and firm performance. Empirical findings obtained in this study are expected to provide useful information for the owners of public accounting firms

in their operating decision — making under the considerably competitive audit market.



