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WHY THE EXODUS OF WOMEN AT THE VERY HIGH LEVEL OF
ACCOUNTING PROFESSIONAL ORGANIZATIONS?
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Abstract: This research seeks to investigate the intersectional gender disparities present in accounting
organizations. An analysis of the literature, spanning from 1990 to 2020, evaluates how professional
and societal variables interact to influence disparities in women's accounting careers. It examines the
many aspects of gender discrimination experienced by women in accounting organizations. The
findings indicate that despite organizational reforms, there is still a persistent presence of unfairness in
accounting companies, especially at the top. The results emphasize the need of doing further study on
gendered organizations to fully understand how gender intersects with other types of injustice. The
review highlights the ongoing presence of gender issues in the accountancy profession over the past
three decades. It aims to inform professional organizations, accountants, and company managers
about this persistent problem.
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Introduction

The largest firms have executives who are excellent examples of women. But the number of
males in comparison to them remains significantly higher. Of the Fortune 500 and S&P 500 lineups,
women only make up about 5% of the CEO seats, for example (Catalyst, 2018; Fortune 500, 2018).
Undoubtedly, the proportion of women relative to men tends to rise and marginally improve as we look
down the hierarchical ladder below the CEO position. However, it remains insufficient when viewed
through the lens of gender equality in the labor market (Samuelson et al., 2019).

The underrepresentation of women in leadership roles has been associated with several
unfavourable outcomes for both employers and workers. These include lower job satisfaction and
views of networking opportunities, lower opinions of the organization's appeal to top performers, and
fewer perspectives of a diversity of ideas and organizational tactics (Baumgartner and Schneider, 2010;
Dezso and Ross, 2012; Samuelson et al, 2019)

The theory of the "glass ceiling,” which suggests that women must overcome top-down
obstacles to hinder their vertical march up, is frequently used to explain the lack of women in top
management positions and the overall exodus of female talent (Castro and Holvino, 2016). Many
studies support this claim, ignoring a bottom-up limitation that women must deal with due to a variety
of personal variables that also define a very different professional trajectory for men and women, one
that is often more difficult and arduous for women (Broadbent and Kirkham, 2008; Cohen et al., 2018).

When it comes to the social context of organizations, for instance, beliefs that women are more
likely to experience work-family conflict or that being a woman is incompatible with leadership roles
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can have a unique negative impact on the career paths of female employees. The cumulative effect of
these obstacles can significantly lower women's chances of achieving senior leadership roles over time.
Holding back and excluding important leadership potential are two larger-scale manifestations of these
hurdles for companies (Acker, 1990; 1992; 2006; 2012; Cech and Blair-Loy, 2010; Pichler et al., 2008;
Adapa and Sheridan, 2019).

According to Tiron-Tudor and Faragalla (2018, 2022), preconceptions have proven difficult to
overcome in the face of the original notion that more women entering male-dominated firms would
result in better working conditions and representation at the top of the accounting profession's
management hierarchy (Lightbody, 2009; Haynes, 2017). Furthermore, the practice has shown that
accounting companies haven't yet updated their policies and organizational culture to ensure diversity
(Broadbent, 1998, 2016; Kornberger et al., 2010).

Because historically, the top managerial position has been associated with masculine traits and
attributes, men still hold the majority of high managerial positions in the accounting industry. A manly
image was the foundation for the procedures that helped shape the profession's competencies and
image. Since women's presence was severely restricted during the early patriarchal origins of the
accounting profession (Hines, 1992; Lightbody, 2009; Lehman, 1992), the profession has prioritized
masculine notions. This persistence of masculinity in accounting knowledge and practices has made it
more challenging for women to advance in the field (Lehman, 2019). While there have been many
more women entering the field, there are still disparities since the organizational culture in this field is
still skewed toward males and masculine behaviours (Haynes, 2017).

Therefore, it stands to reason that the organizational and personal factors—which eventually
collide, intersect, and cause conflict—are what affect women's departure from high-level corporate
positions. So maybe the key to understanding the exodus stays at the intersection of personal factors
and organisational factors (Vespa, 2009; Walby et al., 2012; Tiron-Tudor and Faragalla, 2018;2022).

This chapter book is structured as follows: introduction, methodology, followed by discussion
and conclusions.

Methodology

We address the need for more studies on gender in accounting organizations. By examining the
disparities that have been discussed in the literature over the last 35 years and taking into consideration
how the intersectionality of different aspects of the lives of women employed by accounting firms
affects their professional development, we expand on previous research.

The years 1987-2020 were studied. Throughout this time period, both the theoretical and real-
world worlds of gender study in the accounting profession generated a number of relevant indicators,
which led to the selection of this starting point. By the late 1980s, when socially constructed gender
inequalities were beginning to be acknowledged, women's lives were being scrutinized to see why they
varied so much from men's. Researchers attributed these disparities, at least in part, to women's dual
roles, which limit their capacity to work outside the home owing to domestic responsibilities while
exploiting them at home. Major accounting firms had adopted flexibility and part-time hours by the
mid-1990s (Almer et al., 2003; 2012). As a result, academics began investigating the notion of "work-
life balance™ as a possible solution to gender discrepancies in the workplace. Women, regardless of
age, ethnicity, or gender identity, may more effortlessly integrate their career with other duties (such as
family) or goals when it comes to work-life balance (Gallhofer et al., 2011).

The following keywords—"gender*" OR "women*" OR "females" AND (“accounting” OR
"auditing")—have been used to search the Web of Science and Scopus databases for papers in the
fields of corporate finance, management, ethics, women's studies, and economics without establishing a

159



Annales Universitatis Apulensis Series Oeconomica, 25(2), 2023, 158-177

time limit. The initial sample included 554 papers, including 38 from the Web of Science and 172 from
Scopus. After integrating the data, we deleted 67 duplicates.

We used a two-tiered strategy. The first step involved finding articles that discussed the
disparities that women experience in accounting organizations, and the second involved finding articles
that took an intersectional approach to these disparities, explaining their connections and interactions.

Only 211 articles survived after we examined the titles, abstracts, and keywords of each of the
487 still-existing papers. We only preserved publications that made frequent references to at least one
inequality. We specifically excluded those who considered "gender as a-variable™ in examining
differences and gender divisions between men and women (Haynes, 2008a). We also excluded those
who only brought up gender concerns without concentrating on professional growth and other
workplace inequalities. We downloaded and closely analyzed the whole copies of the remaining 211
articles. The sample was reduced to 132 articles by excluding those that did not discuss or investigate
the interaction of social and professional identities. The papers were examined, and both writers spoke
about the problematic article when in doubt.

Based on the assumption that people and their surroundings are distinct and dynamic, we
looked at papers that demonstrated the intersection of women's occupational and social perspectives in
their accounting professions. Long hours, meeting client expectations, the white-collar dress code,
appropriate body language, as well as social and cultural workplace factors (gender disparity in rules
and procedures, societal preconceptions) all shape professional identities.

According to many scholars (Barker and Monks, 1998; Lupu, 2012), social identity refers to an
individual's perception of who they are based on their affiliation with certain social groups in relation
to life events and personal traits (Anderson-Gough et al., 2005). By looking at workers' positions
throughout their active working lives—from landing a job to leaving one—we also investigate the
applicability of a person's "life course.” Before or during their employment, further life-changing
events may occur, which have an impact on other statuses. Parenthood (Vespa, 2009; Dambrin and
Lambert, 2012) and relationship status (unattached, wed, separated or in a familial partnership), as well
as obligations to others (elderly or handicapped relatives) that entail additional or domestic duties, were
taken into consideration for our research. Gender is a significant factor in several life situations. Even
in the modern day, when many more men are engaged in childcare and both parents have access to
extended paid parental leave and the option to work from home, expectations for dads and mothers still
vary (Vespa, 2009). According to Walby et al. (2012), we see these shifting roles and statuses in life as
fluid, perhaps overlapping. The majority of research, in spite of these real-world job combinations,
focuses on a single element or trait without additionally accounting for people's social identities.

Based on the social stratum to which an individual belongs, some characteristics may be
deemed privilege or restrictive. The most often discussed characteristics in the literature are: nation or
region of origin; racial or ethnic background; culture; sexuality; age; religion; sexual orientation;
disability; look; status; native language; socioeconomic status (education, job, or money); and skills. A
handful of these characteristics have similarities. A person's location or geographical origin, for
example, is likely linked to their nation, religion, race, and ethnicity. People are virtually always at the
crossroads of two or more distinct identities since most qualities are stable. Women of color, such as
black or ethnic minority women, whose identities intersect with gender, race, and ethnicity, may
confront workplace discrimination. Native language, culture, nation, and regions of origin may all be
significant in this case (Walby et al., 2012).

Using an iterative strategy, we divided every occupational and social identity attribute into
subcategories based on the literature findings. Using an intersectional perspective, we examined if
social constructs in accounting-related organizations impact the link between evolving life roles. To
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fully reflect the dynamics of inequality's impact on women's careers, our results address the
convergence of inequalities at two levels: first, as a result of profession-specific characteristics, and
second, as a consequence of the culture of the organization, policies, and practices. Next, we try to
explain why the accounting field is in such a favorable position at this degree of inequality. Finally, we
address the different organizations' and individuals' efforts to reduce these discrepancies.

Results

Insights on the gender inequalities in accounting organizations

Many prominent psychologists and sociologists (such as Blau, Zimmer, Kanter, and Harding)
highlighted the significance of gender in the workplace during the 1970s and started discussions about
how gendered processes in organizations could account for inequality (Kanter, 1977; Acker, 2012).
Papers on subjects like inequality and variety, both vertical and horizontal social segregation (Blau,
1977), gender disparities within corporations (Kanter, 1977), women's position in organizations
(Zimmer, 1988), and feminism and gender equality for women (Harding, 1986) paved the way for fresh
perspectives on "masculinized” professions such as accounting. One of the first accounting academics
to draw attention to gender stereotypes and discrimination against women in US accounting firms, as
well as the changes in employers' perceptions of female accountants, was Rayburn (1976). He noted
that although most firms did not consistently hire female accountants until recently, women are now
accepted into public accounting companies (Rayburn, 1976).

Since then, there has been a lot of study on gender in organizations, leading to the creation of
new words like "gendered” and "gendering” in literature. Furthermore, it has significantly improved
our comprehension of the causes and consequences of gender inequality (Dalton et al., 2014). Still,
there are a lot of unsolved concerns regarding how to conceptualize gender disparity. Furthermore, this
topic faces difficulties due to the dynamic nature of the workplace and the ways in which gender
intersects with other forms of marginalization and inequality.

In the accounting profession, preconceptions have proven difficult to dispel, despite the original
expectation that a greater number of women entering male-dominated businesses may result in
improved circumstances and representation at the highest levels of managerial hierarchy (Kanter,
1977). Furthermore, experience has shown that accounting firms still haven't modified their rules and
organizational culture to guarantee diversity (Broadbent, 1998, 2016; Haynes, 2017). Moreover,
women may encounter significant difficulty obtaining jobs if the proportion of women in the field
increases without addressing the stereotypes ingrained in male-run enterprises. (Zimmer, 1988).

Theories pertaining to gendered organizations and organizational culture emphasize the
significance of context in the study of gender and careers. Gendered organizational theory highlights
the inherent complexity of organizations, while institutional and cultural theories focus on the social,
vocational, and organizational contexts. Following Acker (1992, 2006, 2012), a large corpus of writing
on women's careers has arisen on this topic. This literature highlights the relevance of organizations as
the level of study since they are "the sites of concrete institutional functioning™ that leads to racial,
gender, and class disparities (Acker, 1992, p. 567). Acker (2006, p. 449) goes on to say that "this
gendered structure of labor is significant in maintaining gender disparities in organisations and, hence,
the unequal representation of women and men in organisational class hierarchies,” since women have
greater obligations outside of work than males.

According to Acker (2006), there are disparities in how individuals are treated when it comes to
objectives, resources, outcomes, workplace well-being, and work relations in businesses. Gender
inequality in the workplace affects women in ways that are related to their households, work-life
balance, and the opportunity for hierarchical advancement (Anderson-Gough et al., 2005; Kornberger
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et al., 2010; Khalifa, 2013; Carmona and Ezzamel, 2016). These factors include gender inequality at
work (Lightbody, 2009; Duff, 2011; Dambrin and Lambert, 2012). Stated differently, the current
fagade of a masculine profession has not appropriately accommodated its significant proportion of
female participants (Castro, 2012).

Feminist perspectives have been beneficial to gender and accounting studies (Broadbent and
Kirkham, 2008). Additionally, by promoting research that advances social justice and equal rights,
challenging racial, class, gender, age, and religious disparities, and offering fresh perspectives on how
to develop and transform the field, the approach presents a chance to radicalize the accounting agenda
(Haynes, 2008a; Lehman, 2012; 2019).

When attempting to explain gender disparities in employment patterns, two main theoretical
stances may be distinguished. First, "equality feminism" emphasizes that structural barriers to women's
employment opportunities persist even when legal prohibitions are lifted (Crompton and Harris, 1998).
On the other hand, "difference feminism" argues that patterns of occupational segregation are a result
of different kinds of women making choices that align with their desires (Hakim, 1991). Both sets of
researchers are trying to figure out why women choose flexible work schedules, such as part-time
employment, career pauses, or, sometimes, lower-paying positions. The focus of disparity analysis
shifts from the one gender dimension to the several intersecting dimensions of social inequality and the
complex, fluid, contradictory, and mutually reinforcing processes that create and maintain these
dimensions (Walby et al., 2012). In addition to the challenges that currently exist on an individual or
family level, there may be a set of professional concerns. These include lengthy work hours,
compensation, advancement in one's career, areas of specialty, and organizational concerns including
work arrangements, structural disparities, and organizational culture (Barker and Monks, 1998).

Gender and accounting organizations have also been discussed in relation to identity and choice
theory. Theories state that the limitations and decisions made by two "types" of women—those who are
"family-oriented” and prioritize their role as mothers over their careers and those who are “career-
oriented” and strive for professional success—are what lead to occupational segregation patterns
(Hakim, 1991). Even when they do not have children, "career-oriented” women nevertheless put a lot
of work into their jobs compared to what males need to do to reach a high position. Social
constructions portray women as being far from the ideal worker—that is, as someone who has no
obligations outside of work—if they have children. Because of the persistence of socially assigned
gender roles, males frequently have the potential to approach this ideal, even though it is debatable if it
is even desirable for society for someone to match the norms of the ideal worker.

Therefore, it is believed that "family-oriented” women have little interest in advancing to a
senior position in their careers. Nonetheless, more women than men report being content with their
employment, despite having the lowest status and pay (Hakim, 1991). Therefore, it makes sense to
minimize the time and energy people devote to finding work (Crompton and Harris, 1998). Women
who have a flexible emphasis on their family and profession fall between these two groups (Vidwans
and Cohen, 2020). These women manage work and life, despite the fact that they might not be as
devoted to their careers (Smith et al., 2016). As a result, their spouses' choices regarding their careers
and lifestyles may have an impact on their goals. Therefore, these women are particularly drawn to
employment that is seen to encourage a better work-family balance.

According to Crompton and Harris (1998), women's workplace conduct suggests that they
proactively structure their work-life scenarios based on the limitations and possibilities that have
traditionally been available to them. Additional factors that may impact these behaviors include age,
marital status, childbearing, and job-related inclinations. As a result, multiple social and professional
identities overlap. Women may be young adults or more experienced.
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They might be in a relationship, divorced, widowed, married, single, or none of the above, and
they could even have children. They might follow any religion, work full- or part-time, be of any color,
ethnicity, or sexual orientation, and hold any position within an organization. Due to the complexity of
women's identity in accounting businesses, an intersectional approach is necessary to address a variety
of identity categories, none of which can exist in isolation. A deeper comprehension of the many
identities and their interrelationships may aid in the formation of an accounting definition of identity
(Haynes, 2008a, 2008b, 2008c; Castro and Holvino, 2016; Haynes, 2017). A woman's vision and
personal decisions on work commitment, career, job happiness, talents, qualities, and family are crucial
to the discussion and linked to the intricate, varied topic of women's status in the accounting
profession. One must also think about the reasons why a profession and a family are often
incompatible.

The inseparability of various types of social differences brings to light systematic power
dynamics because different aspects of social disparities interact across the individual, organization,
profession, and societal spheres of influence (Crenshaw, 1991; McCall, 2005). A unitary, multimodal,
or intersectional strategy may be used to investigate these disparities. Categories matter equally and
have an open connection when it comes to an "intersectional” strategy, which tackles many categories
at once. Individuals usually embody some features through the course of their lives, such as gender,
color, race, and creed; additional traits, such as position in a business, parenting, or marital status, may
appear at different moments over their active working life. Within a certain sociocultural context, these
traits, which may be seen individually or in groups, may lead to inequality. By putting intersectionality
into practice, one may fight inequality and effect institutional and organizational change. Moreover, it
suggests that organizations must change their procedures and methods in order to achieve different
gender relations. Further growth of the accounting profession necessitates a greater comprehension of
the relationships that exist between people and their structural and professional environments. Thus, it
becomes necessary to use the intersectional approach to ensure that changes in the demographics of the
accounting profession are deliberate and progressive (Sadler and Wessels, 2019).

The combination of various experiences and causes may have an impact on a person’s life path
(Vespa, 2009). Furthermore, a lot of the subtleties of intersecting identity rely on the arrangement of
life events to which people are exposed. For instance, some moms are single, whereas other women are
married, full-time workers, and mothers. Furthermore, there is a considerable correlation between
gendered expectations and certain life events. Men and women can have children, for instance, but
there are differences in the societal and professional expectations for fathers and mothers.

Even with these complementary pairings, the majority of research examines these features
separately. The concept of identity formation as a complex combination of interconnected traits is
examined, which sheds light on significant differences in the identities formed by women in the
accounting field that have not been previously studied.

In early 1998, Broadbent conducted a detailed examination of the literature about the gendered
nature of the accounting field. In 2016, he expanded on this project with a gender-focused agenda that
classified the many sorts of research on the subject of gender and accounting. By presenting a fresh
perspective on the potential accessible to women in accounting and an incentive to include gender in
the profession's concerns, Broadbent (2016) opened new research directions. Haynes (2017) presents a
critical viewpoint on the past 25 years of gender research in the accounting field. She draws attention to
the obstacles that women encounter because of their gender when they apply for jobs, stay in them, and
advance in them. These obstacles include parenthood, work-life balance, feminization, and the division
of the profession.
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As a result, we broaden Haynes' (2017) viewpoint on how gender, ethnicity, and age overlap as
identity categories. We include components that make it easier to examine how accounting
organizations marginalize, exclude, limit, and mistreat women. We study the connections between
organizational, individual, and cultural traits and women's career success. Our intersectional approach
considers fluidity, interconnectedness, and numerous identity categories. It is believed that categories
are the dynamic outcomes of the intersections of institutional and individual elements. By focusing on
how power-based processes perpetuate gendered organizational structures and create gendered aspects
of individual identities, we utilize this method to investigate the relationships that exist between
professional accounting organizations' structures and the people who work inside them.

Factors for women’s exit from the accounting profession or exit from their top positions.

The pursuit of more exciting work was the most frequently cited reason by women for leaving
professional accounting firms, regardless of the type of employment. Getting a better working
environment was the second most important factor, behind pay and professional advancement. Getting
more freedom was the least important factor. Nevertheless, upon closer examination of the employment
type subcategories, women working in the public sector, education, or "other" fields ranked their need
for more flexibility as their second most significant reason for leaving their jobs. This would imply
that, although the work performed in a professional accounting firm was the primary factor in women
quitting the field, those who were looking for greater flexibility tended to work in the public and
educational sectors (Gammie and Whiting, 2013).

Personal factors:

1) age, stress, burnout, health, and wellbeing (individual)

People's job objectives and priorities may change as they get older. Retirement planning, health
problems, or just a desire for a lifestyle change may all have an impact on the choice to leave a career.
On the other hand, high stress levels may have a negative impact on both physical and mental health.
Persistent working stress may cause burnout, lower productivity, and a general loss of well-being. If
the stress becomes unbearable and attempts to alleviate it inside the workplace fail, an employee may
decide to quit to safeguard their health and quality of life.

Chronic stress can lead to a condition known as burnout, which is characterized by physical,
emotional, and mental exhaustion. It often stems from feelings of overload, emotional exhaustion, and
the inability to satisfy incessant expectations. When someone suffers from burnout, it may be difficult
for them to stay in their present employment because the symptoms may have a substantial effect on
their performance, motivation, and contentment.

Health issues might be a convincing reason to leave a job. Individuals may choose to prioritize
their health and seek alternate job opportunities that are more conducive to their well-being owing to
chronic sickness, an unexpected medical crisis, or worries about workplace safety and its influence on
health.Overall well-being comprises many facets of life, including physical health, mental health,
social ties, and personal satisfaction. Individuals may choose to quit a job that has a detrimental
influence on their overall well-being, whether due to excessive stress, a toxic work environment, or a
lack of work-life balance.

i) Visibility and appearance

Promotions happen quickly in professional accounting companies because of the constant
advancement and growth implied by the career model. When it comes to women, circumstances
usually change if they want to have parents (Eagley and Carli, 2007). Should they choose to pursue that
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route, they will find themselves out of business and abandoned for a brief or extended period of time,
during which time business as normal will continue.

When working in a large auditing business, one of the most important things that is taken into
account is that visibility is one of the variables that helps one get promoted quicker, or at least boosts
one's chances of being promoted. It's critical to be visible in order to establish your presence, for
example, by keeping a conversation going and forcing your opinions. It is also a personality
characteristic; that is, you are either very talkative or not (Anderson-Gough et al., 2005, 2001; Wright,
2014).

This indicates that some staff members are more noticeable than others. Women predominate
when it comes to the group of workers that are often not very visible. A partner at a Big Four firm said
that women were less outgoing, more reserved, and mistakenly believed that having strong technical
skills was sufficient. This approach was seldom successful. On the other hand, men take pride in
showcasing their accomplishments, and promotions are based on that. This is referred to as gendered
socialization, as was previously indicated, and it is one of the main causes of gender inequality
(Czarniawska, 2006).

Visibility is one of the key factors that may make or break your career, according to the
organizational culture of the Big Four. Because they are less visible in the workplace, women are thus
often punished in terms of professional progression. Additionally, since they must pause their
professions, pregnancy makes it much more difficult for women to be visible. After their client
portfolio is taken away from them, individuals are marginalized and find it difficult to become visible
(Crompton and Harris 1998).

iii) Motherhood and family care

While motherhood is certainly a shared role, Haynes (2017) and other writers (Hines, 1992;
Whiting and Wright, 2001; Lupu, 2012; Carmona and Ezzamel, 2016) recognize in women the
nurturing aspect of being the primary caregivers for their children. Parenting is seen similarly in South
Africa for women with diverse social identities (Sadler and Wessels, 2019) as it is in the UK
(Broadbent et al., 2016; Haynes, 2017). Parenthood is not just a result of everyday life but also a source
of social identity when seen from an intersectionality viewpoint. One of the biggest causes of gender
disparity in the workplace is the relationship between a woman's social identity as a mother and her
professional life. This may occur via choice (shifting goals and perspectives), inadequacy in
organizational processes, or both.

The natural course of a woman's life shapes her identity. She identifies as a mother first and
then as something else, despite the fact that being a mother is ingrained in the collective mindset of
women and that it is something that comes easily and is even highly wanted (Lupu, 2012). To better
suit the new identity, this life event dramatically alters the aims and ambitions of most women's careers
and lives. A professional's lifestyle is in direct opposition to it and often requires a significant change.

According to Kristensen et al. (2017), motherhood is the main cause of a woman's slower
professional growth or being overlooked for a promotion. This has been acknowledged in a number of
nations, including Cyprus (Socratus et al., 2016), France (Dambrin and Lambert, 2008; Lupu, 2012),
and other nations (Kristensen et al., 2017; Verwans and Du Plessis, 2019). As Lupu (2012) notes,
maternity is often portrayed in literature as having the potential to ruin a career, and Dambrin and
Lambert (2008) argue that becoming a mother is a sign of a lack of dedication to one's work. The
period leading up to maternity leave has required fewer managerial positions, which would usually
determine the client portfolio needed for progression. In some accounting businesses, for example,
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pregnancy announcements needed to be meticulously planned to prevent harming peak seasons
(Whiting and Wright, 2001).

The aforementioned mindset manifests a resistance to altering the organizational framework,
prioritising corporate operations above human relations. In addition to this, there is a prevalent belief
that says a woman is not a good mother if she works as much as her male contemporaries, but she is
not a serious professional if she adheres to her nine-to-five schedule. Prejudices and preconceptions
make the gender gap in accounting organizations worse because they are challenging to overcome
(Gammie and Gammie, 1997; Haynes, 2007; Dambrin and Lambert, 2008). Also, contrary to the
findings of Flynn et al. (2015), which showed that all of the female executives were married and had
children, married women with children "and poor in physical appearance were generally perceived as
less likely to succeed” (Barker and Monks, 1998).

Depending on how supportive the spouse or other members of the family are, women's social
identities can involve difficulties among their careers and their home and childcare commitments
(Hooks, 1992; Charron and Lowe, 2005). A partner's willingness to reconsider their job path and take
on a more active role in parenting might make or break a woman's ability to succeed in her work
(Dambrin and Lambert, 2012). According to Whiting (2008), women seeking to reconcile their work
and family goals must find other options if their spouse is not prepared to make the necessary
sacrifices. A career path that leads upward requires complete dedication.

It is unusual for people to choose not to have a family in order to advance in their profession,
despite the fact that marriage and parenting may and often will influence such choices (Whiting and
Wright, 2001). Family and profession may coexist if they are skillfully integrated, but this is not
always the case (Vidwans and Du Plessis, 2019). Commonly, one must be given up for the sake of the
other, which is most commonly a career. Women frequently assume more family responsibilities,
sometimes at the expense of their careers. According to Socratous et al. (2016), women who return
from maternity leave with fewer expectations for their job possibilities—for example, relocating from
giant accounting companies to friendlier, smaller ones—have lower expectations for their work
prospects (Whiting and Wright, 2001).

The chances for people to return to the workforce are limited, and those who do so face
disadvantages such as loss of status, stigma and stereotyping related to flexible work arrangements, and
financial losses from reducing hours or reentering at a reduced wage. The sources are Lightbody (2009)
and Crompton and Lyonette (2011)

Consequently, mothers are recognized to employ particular techniques to maintain a positive
work-life balance: either they take a paid leave of absence to attend to their children until they reach a
certain age, at which point they resume their career—a practice known as sequencing—or they take a
maternity leave and resume their career after it concludes—a practice known as off-ramping (Whiting,
2008). According to Lupu and Empson (2015), some women choose to work straight through their
maternity leave in order to keep up their momentum, while others utilize it to finish their qualifications.
Given that the "burden of the family" may be seen as a disadvantage when it comes to selecting women
for positions that align with their skill set, some mothers have expressed a preference for part-time
work or employment that falls below their obligations (Gammie and Gammie, 1997; Huang et al.,
2015). All of these tactics have a detrimental effect on the mother’s professional advancement.

Moreover, women's perceptions of their professions and what work fulfillment means to them
in comparison to men might be the root of these disparities on an individual basis. According to Barker
and Monks (1998), women who are adjusting to parenthood may find professional happiness in the
ability to combine motherhood and work, as opposed to men, who may find it in the assurance of
steady and rapid career development.
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iv) Entrepreneurial ambitions

Some female workers would rather quit the accounting organization in order to better balance
their personal and professional lives (Hakim, 1991; Procter and Padfield, 1999; Rutteford and Maltby,
2007). Lifestyle choices may have an impact on this choice. Those who want to balance their personal
and professional lives will not prioritize their career. Nonetheless, putting work life first is exactly what
propels a person to the top of a business. Women who want to achieve a work-life balance will thus
never be successful (Hakim 1991; Procter and Padfield 1999).

Women often quit their jobs in pursuit of better working environments, according to research
by Gammie and Whiting (2013). One typical reason for quitting is a reluctance to embrace corporate
norms and procedures. The accounting industry has had difficulties in recent years in keeping women
in higher positions within the company. To aid with this endeavour, corporations have launched
various initiatives, including flexible work schedules and mentorship. Still, women's presence is still
comparatively lower than men's. Other times, women choose to start their own businesses as a result of
feeling underappreciated by their employers.

Women quitting high-profile careers may want more autonomy and control over their
professional lives. Entrepreneurship provides individuals with the ability to create and operate their
own businesses, enabling them to pursue their ideas and ambitions without the restraints of corporate
hierarchies or organizational structures.

Another reason for them to quit high-profile jobs is to explore entrepreneurial businesses that
correspond with their hobbies and interests. Entrepreneurship allows people to focus their energy and
creativity on initiatives they are really interested in, whether it's establishing a firm in an area they are
passionate about, beginning a social venture to solve a specific problem, or developing creative
solutions.

Finding unmet needs or market gaps that offer entrepreneurial opportunities might be the
driving force behind leaving a high-profile position. Women may find areas where they think they can
have a major influence and opt to create businesses to meet those needs, whether via creative goods,
services, or business strategies. At the same time, compared to many high-profile corporate positions,
entrepreneurship allows for more flexibility and work-life balance. Women may value the opportunity
to create their own schedules, work from anywhere, and devote time based on their personal and family
obligations, making entrepreneurship an enticing alternative for attaining more balance between their
professional and home lives.

Organisational factors
i) Barriers in the way of promotion

Whether an individual chooses to opt out or quit a job is contingent upon their own needs
(Barker and Monks, 1998). Upon departing from a job, the accessible alternatives are limited, such as
engaging in self-employment, establishing a new enterprise, entering retirement, or pursuing an
academic career (Vidwans and Cohen, 2020). Women accountants often leave the practice for industry
or self-employment to benefit from improved career prospects (Flynn et al., 2015), seek more
stimulating work (Gammie and Whiting, 2013), escape a high-pressure work environment, and achieve
a better work-life balance (Anderson-Gough et al., 2001, 2005). This trend is particularly pronounced
among women accountants who have children (Dambrin and Lambert, 2008).

Women manage work and life in a variety of ways, rebuilding their jobs and changing their
lifestyles in response, going from an irreconcilable stance to the reverse (Gallhofer et al., 2011).
(Vidwans and Cohen, 2020). Professional and family duties are not incompatible for women who
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actively design their careers in accounting, despite the barriers they confront, which require a range of
choices and trade-offs (Vidwans and Du Plessis, 2020; Vidwans and Cohen, 2020). These women
made family arrangements that were compatible with their professional goals and found suitable job
opportunities (Vidwans and Du Plessis, 2019; Vidwans and Cohen, 2020).

While certain women sought family or spousal assistance, others employed impression
management strategies to secure influential sponsors, enhance their professional trajectories, or refine
their personal image and business conduct through self-funded or employer-sponsored training
programs, encompassing areas such as makeup application, golf, and wine-tasting courses (Kokot,
2015; Castro and Holvino, 2016). While not presently implemented, the act of sharing responsibilities
has clear advantages for career progression (Barker and Monks, 1998; Lightbody, 2009).

i) Masculine stereotype

As far as high-management roles go, the accounting field is still mostly a male domain.
According to Kingston and Kyriacou (2011), there is a historical correlation between male
characteristics and traits and the highest managerial position. Not only that, but a male stereotype
served as the foundation for the processes that shaped the profession's image and competencies.
Because of its early patriarchal roots, when women's participation was severely restricted, the
accounting profession has historically prioritized male notions (Hines, 1992; Lehman, 1992). Because
of this stubborn masculinity that permeates accounting knowledge and practices, women's paths within
the field have become more challenging (Lehman, 2019). The field has seen a rise in the number of
women entering it, but despite this, there are still disparities within the organisational culture due to the
gendered preference for males and masculine behaviors (Haynes, 2017).

iii) Recruitment and remuneration

When two people with identical positions, profiles, and skill sets are paid differently, it's
referred to as the gender pay gap or gender salary gap. Males are more likely to be leaders and take
initiative than women, and some industries are more masculine than others, so they are less likely to
accept women. These factors, along with discrimination and motherhood, are the main causes of the
gender pay gap. The gender wage gap, which also has a macroeconomic impact on the economy as a
whole, negatively affects women's learning curves and future prospects. Flexible work hours,
awareness-raising efforts, and legislation aimed at stopping the double standard from being used are
among the actions implemented.

According to Boradbent and Kirkham (2008) and Duff (2011), there might be other disparities
inside organizations too. It refers to employment assignments, performance reviews, policies and
practices related to promotions, retention, and hiring (Ud Din et al., 2017), as well as inadequately
formulated, implemented, or absent policies and organizational practices (Anderson Gough et al., 2005;
Sadler and Wessels, 2019).

The recruiting process and career prospects for women may lead to inequalities when they are
positioned at the intersection of their professional identity and their social identity as moms or future
mothers (Darbin and Lambert, 2008; Lyonette and Crompton, 2008; Whiting, 2012). Over time,
women's chances of achieving a successful profession may be negatively impacted if they choose to
have children. Companies express concern that women may seek maternity or child care leave while
going through the employment process (Ud Din et al., 2017).

An older accountant may have more challenges obtaining employment prospects compared to a
younger counterpart. Additionally, a number of social identities, including race, have an impact on
one's ability to enter the profession because some countries may experience prejudice. Assumptions
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about ethnicity and gender identity may have an impact on hiring decisions. The literature has
extensively focused on the experiences of white middle-class women, particularly in relation to issues
such as the recruitment, advancement, and retention of women in the labor market (Kim, 2004a). Still,
more and more academic research (Gallhofer et al., 2011; McNicholas et al., 2004) is looking into the
differences in recruitment when it comes to ethnic minorities (Hammond, 1997a) and other groups of
people.

Kim (2004) highlights the negative effects of the complex interaction of gender, ethnicity, and
workplace hierarchy on the experiences of ethnic minority women in accounting, specifically Chinese
women accountants in New Zealand, who do not identify as white, black, or indigenous. In contrast to
the situation in Western countries, in Arabic nations such as Syria and South Africa, the ability to get a
job is dependent on the approval of one's spouse and is considered a privilege rather than a
fundamental entitlement (Kamla, 2019; Sian et al, 2020). Arab women encounter certain societal
expectations linked to honor when they travel to meet clients, spend time alone with unrelated men,
and engage with customers and colleagues (Kamla, 2014; Sian et al, 2020). As a result, women who
work face societal bias about their occupation and find it challenging to be seen as suitable partners or
mothers.

Vertical segregation persists despite the fact that women constitute the majority of professionals
in many countries. The lack of female accountants in high-ranking positions (Lehman, 1992; Fogarty et
al., 1998; Grey, 1998) might be attributed to their ongoing struggle to overcome the barriers that
prevent them from reaching top positions in companies, sometimes referred to as the glass ceiling
(Ciancanelli, 1998). Preconceived notions based on race, similar to those related to gender and social
status, may impact how people interact with one another in a professional setting. Whiting and Wright
(2001) use an intersectional method to elucidate the gender disparity within the accounting profession
in New Zealand. Women are reported to have lower job status and get less pay due to their
comparatively shorter work experience and less ambitious career ambitions than men.

The primary determinants impacting job status seem to be the following:. Discrimination and a
decrease in weekly working hours are contributing factors to their diminished job status. Women in
higher positions have a greater inclination towards taking on responsibility and being competitive in
comparison to their female counterparts in the accounting field. The male accountant sample
demonstrates that those who achieve superior performance invest more time and encounter less bias.
The results are described using a comprehensive framework that considers the traits, structures,
attitudes, and linkages among them. Whiting and Wright (2001) conducted a study

Discussion

The intersection of personal and professional factors

Many professional women experience interruptions and discontinuities in their careers due to
their inability or unwillingness to reconcile the opposing demands of work and personal life. Farragalla
et al. (2020) claim that a variety of social and professional factors, such as motherhood, education,
profit incentives, organizational status, and prospects for career growth, frequently influence these
decisions. These considerations directly influence the choice to remain or leave. Common factors that
might derail careers and hinder women from achieving their professional goals include social
institutions and inequalities between work and home responsibilities.

Various causes, such as changes in marital status, childbirth, childcare responsibilities, or
caregiving for a spouse or grandchildren, might lead to work disruptions at different stages (Ud Din et
al., 2017). A minority of female employees choose to depart from the accounting firm in order to
achieve a more optimal equilibrium between their personal and professional lives (Hakim, 1991;
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Procter and Padfield, 1999). Women sometimes resign from their occupations for reasons not linked to
their personal lives, such as marriage, family, or children, but they also do so because they are
dissatisfied with their workplace. An individual's own needs and preferences determine when to leave a
job (Barker and Monks, 1998). Upon departing from their work, individuals have limited alternatives at
their disposal, including establishing their own enterprise, entering retirement, pursuing an academic
career, or engaging in self-employment (Vidwans and Cohen, 2020).

With this last option, a woman would be required to exert further diligence; she would need to
get a PhD, produce scholarly articles, engage in extensive research, and dedicate lengthy hours, a
significant portion of which would include teaching. The degree of commitment one is willing to make
to this level of cognition depends on their goals. Female accounting experts may choose either self-
employment or working in the sector. The desire for improved career prospects (Flynn et al., 2015), the
desire for more stimulating tasks (Gammie and Whiting, 2012), the desire to avoid a high-pressure
work environment, the desire to help people achieve a better balance between work and personal life,
and the propensity to experience reduced stress levels (Anderson-Gough et al., 2001, 2005), especially
among in Gallhofer et al. (2011) observed that women are responsible for a diverse array of choices
pertaining to their employment and lifestyle.

Furthermore, individuals adapt their occupations and ways of living in response to significant
life occurrences (Vidwans and Cohen, 2020). Despite these limits, women who intentionally strategize
their careers in accounting find that work and familial responsibilities are not mutually exclusive.
However, this entails making many determinations and relinquishing certain elements (Vidwans and
Du Plessis, 2019; Vidwans and Cohen, 2020). According to research by Vidwans and Du Plessis
(2019; Vidwans and Cohen, 2020), these women negotiate for family arrangements that are in line with
their career goals and pick suitable work environments.

Certain individuals use impression management techniques to get influential sponsors and
enhance their professional trajectories. Additionally, they may engage in remunerated training
programs, such as golf and wine tasting courses, which teach both workers and employers on matters
of professional demeanor and presentation. (Vidwans and Cohen, 2020) Certain women engage in
negotiations to get support from their husband or family. While the practice of sharing tasks is not yet
widespread, it undeniably provides clear advantages for career progression (Barker and Monks, 1998;
Kokot, 2015; Lightbody, 2009).

A recurring motif among these concepts is that women must adapt their lifestyles to achieve a
harmonious equilibrium between work and professional responsibilities. In order to enhance the
company's capabilities and reduce bias, there are, nonetheless, developments that indicate that men
should also be responsible for implementing reforms. According to Sawyer and Valerio (2018), men
have the potential to demonstrate gender-inclusive leadership by serving as role models, particularly
since they are more likely to occupy high-ranking roles inside firms.

Conclusions

Presently, accounting is still seen as a "gendered and gendering institution” (Haynes, 2017)
when examining the hierarchical positions of women in a profession that is becoming more feminized,
despite notable advancements in society, the workplace, and major accounting firms. The issues of
motherhood, work-life balance, and segmentation continue to be the most often debated inequalities in
the literature, just as they were thirty years ago. However, over the period being examined, other
discrepancies in accounting organizations and professions have emerged and are now being discussed,
either individually or in combination with other factors such as race, ethnicity, sexuality, and physical
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appearance. These discoveries and improvements lead to a significant increase in knowledge about the
intricate nature of women and their gender identity.

The concept of ‘woman' encompasses a universal and cohesive classification, suggesting that
the difficulties and topics discussed are equally significant and applicable to all women. Consequently,
the phrase "utilized" does not adequately address the disparities that arise from social divides that
intersect with women's professions.

One's familial history, work, and cultural and social contexts have an impact on age, gender,
marital and parental status, education, earning potential, and ambition. The combination of these
components may have diverse ramifications for a woman's career trajectory at different stages. The
professional development of a woman is meticulously strategized and encompasses a range of choices
and concessions, including home, workplace, and social environment. The research used the concept of
intersectionality to elucidate how many characteristics, such as gender, marital status, motherhood,
race, and others, impact a woman's work. The study found that a failure to recognize this
intersectionality led to an incomplete understanding of the phenomenon. Intersectionality enhances
outcomes for those striving for equality, and individuals should be acknowledged in consideration of
all facets of their identity. Intersectionality is a conceptual framework that examines how oppressive
institutions fundamentally influence individuals' experiences and opportunities in specific contexts.
The systems that generate experiences cannot be effectively separated, despite the common practice of
studying them in isolation.

The analysis analyzes academic articles published over a span of more than 30 years, providing
quantifiable evidence of an increasing fascination with the concept of time. The selected papers focus
on addressing many disparities, specifically within prominent accounting institutions, including the
underrepresentation of women in high-ranking roles, issues related to maternity leave, occupational
segregation, gender disparities, and the variables that contribute to gender-related challenges.

The research primarily contributes to two specific areas. Initially, it systematically examines the
underlying attributes of gender inequality in accounting organizations that specifically affect women.
The accounting literature has consistently identified the main factors contributing to gender imbalance
in professional career advancement since its start, and these factors have persisted throughout time.
Furthermore, using the intersectionality approach may significantly enhance our understanding of the
challenging realities, obstacles, prejudices, and decisions that women in the accounting profession face
throughout their professional journeys.

This paper explores an intricate topic. It surpasses a conventional narrative literature review by
providing a well-organized and refined depiction of the inequalities discussed in the gender accounting
literature. It also evaluates the significance of the intersectional perspective and suggests areas for
further study. In the previous section, we illustrated the gendered dynamics of organizations, which
result in gender-specific outcomes and impact the choices that individuals of different genders may
want to pursue at different stages. As a result of this analysis, professional groups and accounting and
auditing firms can learn more about the gender issues that have come up in the accounting field over
the last thirty years. Even though the accounting profession is very dedicated, as shown by the work of
its global boards and committees, gender equality is still a problem that needs to be fixed in order to
reach one of its main goals for sustainable development.

If you really look into this topic, you might wonder if some parts are more important than
others in a broad sense, or if everything is connected to the specific situation at any given time, which
is made up of different variables with varying levels of strength.

The study's limitations include the lack of prior research on a number of the subjects it
examines, such as the adaptable aspects of work and their implementation. Intersectionality offers a
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balanced viewpoint on the gendered organization of accounting firms, but it may not provide a
comprehensive framework for understanding the fundamental reasons for gender inequality in a
socioeconomic context.

An inference drawn from the study is that the accounting profession has been gendered from the
beginning, and the inclusion of women did not change this. However, due to the profession's strong
association with masculinity, research in this area was not prioritized, as women did not have a
significant presence or influence. Consequently, gender issues were given little consideration. As
female representation in the accounting profession increased, the disparities between males and females
in accounting organizations became increasingly evident, bringing gender to the forefront of research.
As societal attitudes progressed, biases about women's identity changed, giving women the opportunity
to speak their thoughts and have freedom and space for self-expression. It is important to acknowledge
that the absence of discussion on a subject or issue does not necessarily mean that it does not exist or
impact individuals. Rather, it indicates that the topic was not considered significant for many reasons,
such as insufficient backing from the majority and a lack of power. Moreover, during the first ten years
of study, the use of tools and ideas from other fields, such as gender stratification, intersectionality, and
gendered organizations, was infrequent. Consequently, the absence of a framework hindered the
examination of gender-related matters in professions.

A thorough examination is required in this area, namely to explore "the extent and significance
of the intersectionality discourse in relation to entry into the profession, focusing on the concepts of
transformation, anti-colonialism, race, and class" (Haynes, 2017). Ethnicity, class, diversity, and
equality all contribute to the participation or exclusion of women in the accounting profession.

Accounting serves a social purpose, and the accounting profession is dedicated to promoting the
public interest in opposition to the perpetuation of unequal social relationships. In order to fulfil the
public interest obligation set forth by international representatives and organizations, it is imperative
that every accounting firm and accounting professional share a unified understanding and plan to
eradicate all forms of inequality mentioned earlier, including those pertaining to individual
characteristics such as color, race, ethnicity, religion, marital status, physical appearance, and age, as
well as those at the organizational and professional levels. This enables the accounting profession to
comply with social justice criteria. An ongoing collaborative analysis of the demographic profile of the
accounting profession might result in significant interventions and structural changes in both the
profession and companies (Haynes, 2017; Lehman, 2019; Sadler and Wessels, 2019). Accounting has
the potential to contribute to the advancement of "greater fairness and equality globally" (Haynes,
2017, p. 121).

References

1. Acker, J. (1990),“Hierarchies, jobs, bodies: A theory of gendered organisations”, Gender and
Society, Vol. 4, No. 2, pp.139-158,https://doi.org/10.1177/089124390004002002

2. Acker, J. (1992),“Gendering organisational theory”, Classics of Organisational Theory, Vol.6, pp.
450-459, https://www.jstor.org/stable/i209799

3. Acker, J. (2006),“Inequality regimes: Gender, class, and race in organisations”, Gender and
Society, Vol. 20, No.4, pp. 441-464, https://doi.org/10.1177/0891243206289499

4. Acker, J. (2012), "Gendered organisations and intersectionality: problems and possibilities”,
Equality, Diversity and Inclusion, Vol. 31 No. 3, pp. 214-224,
https://doi.org/10.1108/02610151211209072

172



Annales Universitatis Apulensis Series Oeconomica, 25(2), 2023, 158-177

10.

11.
12.

13.

14.

15.

16.

17.

18.

19.

20.

Adapa S., Sheridan A. (2019): A case of multiple oppressions: women’s career opportunities in
Malaysian SME accounting firms, The International Journal of Human Resource Management,
https://doi.org/10.1080/09585192.2019.1583269 (a head of print)

Almer, E. D., Lightbody M.G, and Single L. E. (2012),“Successful Promotion or Segregation from
Partnership? An Examination of the "Post-Senior Manager" Position in Public Accounting and the
Implications for Women's Careers”, Accounting Forum, Vol 36, No.2, pp.122— 133,
https://doi.org/10.1016/j.accfor.2011.06.0029.

Almer, E.D. Cohen, J. R., and Single, L. E. (2003),“Factors affecting the choice to participate in
flexible work arrangements”, Auditing: A Journal of Practice and Theory, Vol.22, No.1, pp. 69-
91,https://doi.org/10.2308/aud.2003.22.1.69

Anderson-Gough, F., Grey, C., and Robson, K. (2001),“Tests of time: organisational time-
reckoning and the making of accountants in two multinational accounting firms”, Accounting,
Organisations and Society, Vol. 26, No. 2, pp. 99-122, https://doi.org/10.1016/S0361-
3682(00)00019-2

Anderson-Gough, F., Grey, C., and Robson, K. (2005), “Helping them to forget”: the
organisational embedding of gender relations in public audit firms”, Accounting, Organisations
and Society, Vol. 30, No. 5, pp.469-490,https://doi.org/10.1016/j.20s.2004.05.003

Barker, P. C., and Monks, K. (1998),“Irish women accountants and career progression: a research
note”, Accounting, Organisations and Society, Vol. 23, No. 8§, pp.813-823,
https://doi.org/10.1016/S0361-3682(98)00009-9

Blau, P (1977) Inequality and Heterogeneity. New York: Free Press.

Broadbent, J. (1998),“The gendered nature of “accounting logic”: Pointers to an accounting that
encompasses multiple values”, Critical Perspectives on Accounting Vol. 9, No. 3, pp. 267-297,
https://doi.org/10.1006/cpac.1997.0158

Broadbent, J. (2016),“A gender agenda”, Meditari Accountancy Research, Vol. 24, No. 2, pp. 169-
181

Broadbent, J. and Kirkham, L. (2008), “Glass ceilings, glass cliffs or new worlds? Revisiting
gender and accounting”, Accounting, Auditing and Accountability Journal, Vol. 21, No 4, pp. 465-
473, https://doi.org/10.1108/09513570810872888

Carmona, S., and Ezzamel, M. (2016),“Accounting and lived experience in the gendered
workplace”, Accounting, Organisations and Society, Vol. 49, No. 2, pp. 1-8,
https://doi.org/10.1016/j.20s.2015.11.004

Castro, M. (2012),“Time demands and gender roles: The case of a big four firm in Mexico”,
Gender, Work and Organisation, Vol. 19, No. 5, pp. 532-554, https://doi.org/10.1111/j.1468-
0432.2012.00606.x

Castro, M., and Holvino, E. (2016),“Applying intersectionality in organisations: Inequality
markers, cultural scripts and advancement practices in a professional service firm”, Gender, Work
and Organisation, Vol. 23, No. 3, pp. 328-347, https://doi.org/10.1111/gwao0.12129

Catalyst (June 1, 2018). Pyramid: Women in S&P 500 companies. Retrieved from
http://www.catalyst.org/knowledge/women-sp-500-companies.

Charron, K. F., and Lowe, D. J. (2005),“Factors that affect accountant's perceptions of alternative
work  arrangements”,Accounting ~ Forum  Vol. 29,  No. 2,  pp. 191-206,
https://doi.org/10.1016/j.accfor.2004.10.002

Ciancanelli, P. (1998),“Survey research and the limited imagination”, Critical Perspectives on
Accounting, Vol. 9, No. 3, pp. 387-389, https://doi.org/10.1006/cpac.1997.0193

173



Annales Universitatis Apulensis Series Oeconomica, 25(2), 2023, 158-177

21.

22.

23.

24,

25.

26.

217.

28.

29.

30.

31.

32.
33.

34.

35.

36.

37.

Cohen, J. R., Dalton, D. W., Holder-Webb, L. L., and McMillan, J. J. (2018),“An analysis of glass
ceiling perceptions in the accounting profession”, Journal of Business Ethics, Vol. 164, pp.17-38,
https://doi.org/10.1007/s10551-018-4054-4

Crenshaw, K (1991), “Mapping the margins: Intersectionality, identity politics, and violence
against women of color”,Stanford Law Review,Vol. 43, No. 6 (Jul., 1991), pp. 1241-1299, DOI:
10.2307/1229039

Crompton, R., and Harris, F. (1998),“Explaining women's employment patterns:' \orientations to
work'revisited”, British journal of Sociology, Vol. 49, No.1, pp. 118-136, DOI: 10.2307/591266
Czarniawska, B. (2006), “Doing Gender unto the Other: Fiction as a Mode of Studying Gender
Discrimination in Organisations”, Gender, Work and Organisation, Vol. 13, No.3, pp. 234-253,
https://doi.org/10.1111/j.1468-0432.2006.00306.x

Dalton, D. W., Cohen, J. R., Harp, N. L., and McMillan, J. J. (2014),“Antecedents and
consequences of perceived gender discrimination in the audit profession”, Auditing: A Journal of
Practice and Theory, Vo. 33, No. 3, pp. 1-32, https://doi.org/10.2308/ajpt-50737

Dambrin, C., and Lambert, C. (2008),“Mothering or auditing? The case of two Big Four in
France”, Accounting, Auditing and Accountability Journal,Vol. 21, No. 4, pp. 474-506,
https://doi.org/10.1108/09513570810872897

Dambrin, C., and Lambert, C. (2012),“Who is she and who are we? A reflexive journey in research
into the rarity of women in the highest ranks of accountancy”, Critical Perspectives on Accounting,
Vol. 23, No. 1, pp. 1-16, https://doi.org/10.1016/j.cpa.2011.06.006

Dezso, C. L., and Ross, D. G. (2012). Does female representation in top management improve
performance? A panel data investigation. Strategic Management Journal, 33, 1072-1089.

Duff, A. (2011), “Big four accounting firms annual reviews: A photo analysis of gender and race
portrayals”,  Critical  Perspectives on  Accounting, Vol. 22, No.l,pp. 20-38,
https://doi.org/10.1016/j.cpa.2010.05.001

Flynn, A., Earlie, E. K., and Cross, C. (2015),“Gender equality in the accounting profession: one
size fits all”, Gender in Management: An International Journal Vol. 30 No. 6, pp. 479-499,
https://doi.org/10.1108/GM-06-2015-0048

Fogarty, T., Parker, L. and Robinson, T. (1998), “Where the rubber meets the road: Performance
evaluation and gender in large public accounting organisations”, Women in Management Review,
vol. 13, No. 8, pp. 299-311, https://doi.org/10.1108/09649429810243153

Fortune 500 (2018). Fortune 500. Retrieved from http://fortune.com/fortune500/.

Gallhofer, S., Paisey, C., Roberts, C. and Tarbert, H. (2011), "Preferences, constraints and work-
lifestyle choices: The case of female Scottish chartered accountants”, Accounting, Auditing and
Accountability Journal, Vol. 24 No. 4, pp. 440-470,https://doi.org/10.1108/09513571111133054
Gammie, B., and Gammie, E. (1997),“Career progression in accountancy-the role of personal and
situational factors”, Women in Management Review,Vol. 12 No. 5, pp. 167-173,
https://doi.org/10.1108/09649429710182332

Gammie, E., and Whiting, R. (2013),“Women accountants: Is the grass greener outside the
profession?”, The British Accounting Review, Vol. 45, No. 2, pp. 83-98,
https://doi.org/10.1016/j.bar.2013.03.005

Grey C. (1998), “On being a professional in a ‘Big Six’ firm”, Accounting, Organisations and
Society Vol. 23, Issue 5-6, pp. 569-87, https://doi.org/10.1016/S0361-3682(97)00003-2

Hakim C. (1991), “Grateful slaves and homemade women: fact and fantasy in women’s work
orientations”, European Sociological Review, Vol. 7, pp-101—
21,https://www.jstor.org/stable/522653

174



Annales Universitatis Apulensis Series Oeconomica, 25(2), 2023, 158-177

38.

39.

40.

41.

42.

43.
44,

45.

46.

47.

48.

49.

50.

51.

52.

53.

54.

Haynes, K. (2017),“Accounting as gendering and gendered: A review of 25 years of critical
accounting research on gender”, Critical Perspectives on Accounting, Vol. 43, No. 3, pp.110-124,
https://doi.org/10.1016/j.cpa.2016.06.004

Hines, R. D. (1992),“Accounting: filling the negative space”, Accounting, Organisations and
Society, vol. 17, No. 3-4, pp. 313-341, https://doi.org/10.1016/0361-3682(92)90027-P

Huang, T. C., Chiou, J. R., Huang, H. W., and Chen, J. F. (2015),“Lower audit fees for women
audit partners in Taiwan and why”, Asia Pacific Management Review, Vol. 20, No. 4, pp. 219-
233, https://doi.org/10.1016/j.apmrv.2015.02.001

Kamla, R. (2014),“Modernity, space-based patriarchy and global capitalism: implications for
Syrian women accountants”, Accounting and Business Research, Vol. 44, No. 6, pp. 603-629,
https://doi.org/10.1080/00014788.2014.933401

Kamla, R. (2019),“Religion-based resistance strategies, politics of authenticity and professional
women accountants”, Critical Perspectives on Accounting, Vol. 59, No.3, pp. 52-69,
https://doi.org/10.1016/j.cpa.2018.05.003

Kanter, R (1977) Men and Women of the Corporation. New York: Basic Books.

Khalifa, R. (2013),“Intraprofessional hierarchies: the gendering of accounting specialisms in UK
accountancy”, Accounting, Auditing and Accountability Journal, Vol. 26, No. 8, pp.1212-1245,
https://doi.org/10.1108/AAAJ-05-2013-1358

Kim S.N (2004a),“Imperialism without Empire: Silence in Contemporary Accounting Research on
Race/Ethnicity”, Critical Perspectives on Accounting, Vol. 15, No.l, pp.95-133,
https://doi.org/10.1016/S1045-2354(03)00004-2

Kokot, P. (2015),“Let us talk about sex (ism): Cross-national perspectives on women partners’
narratives on equality and sexism at work in Germany and the UK”, Critical Perspectives on
Accounting, Vol. 27, No. 3, pp. 73-85, https://doi.org/10.1016/j.cpa.2014.02.002

Kornberger, M., Carter, C., and Ross-Smith, A. (2010),“Changing gender domination in a Big
Four accounting firm: Flexibility, performance and client service in practice”, Accounting,
Organisations and Society, Vol. 35, No. 8, pp. 775-791, https://doi.org/10.1016/j.a0s.2010.09.005
Kristensen, R. H., Kent, P., Warming-Rasmussen, B., and Windsor, C. (2017),“Do mother and
father auditors have equal prospects for career advancement?”, International Journal of Auditing,
Vol. 21, No. 1, pp. 1-10, https://dx.doi.org/10.1111/ijau.12074

Lehman, C. (2012),“We have come a long way! Maybe! Re-imagining gender and accounting”,
Accounting, Auditing and Accountability Journal wvol. 25 No. 2, pp. 256-294,
https://doi.org/10.1108/09513571211198764

Lehman, C. R. (2019),“Reflecting on now more than ever: Feminism in accounting”, Critical
Perspectives on Accounting, Vol. 65, No. 12, 102080, https://doi.org/10.1016/j.cpa.2019.04.001
Lehman, C.R. (1992), “Herstory in accounting: the first eight years”, Accounting, Organisations
and Society,Vol. 17, No.3-4, pp. 262-85, https://doi.org/10.1016/0361-3682(92)90024-M
Lightbody, M. G. (2009),“Turnover decisions of women accountants: using personal histories to
understand the relative influence of domestic obligations”, Accounting History, Vol. 14, No. 1-2,
pp. 55-78, https://doi.org/10.1177/1032373208098552

Lupu I, and Empson L (2015),“Illusio and overwork: playing the game in the accounting field”,
Accounting, Auditing and Accountability Journal, Vol. 28 No. 8, pp. 1310-
1340, https://doi.org/10.1108/AAAJ-02-2015-1984

Lupu, I. (2012),“Approved routes and alternative paths: The construction of women's careers in
large accounting firms. Evidence from the French Big Four”, Critical Perspectives on Accounting,
Vol. 23, No. 4-5, pp. 351-369,https://doi.org/10.1016/j.cpa.2012.01.003

175



Annales Universitatis Apulensis Series Oeconomica, 25(2), 2023, 158-177

55.

56.

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

Lyonette, C. and Crompton, R (2008), “The only way is up? An examination of women’s
“underachievement” in the accountancy profession in the UK”, Gender in Management: An
International Journal Vol. 23, No. 7, 2008 pp. 506-521,
https://doi.org/10.1108/17542410810908857

McCall,L.(2005),“The complexity of intersectionality”, Signs: Journal of Women in Culture and
Society,Vol. 30, No.3,pp. 1771-1800, DOI: 10.1086/426800

McNicholas, P., Humphries, M., and Gallhofer, S. (2004),“Maintaining the empire: Maori
women’s experiences in the accountancy profession”, Critical Perspectives on Accounting, Vol.
15, No. 1, pp. 57-93, https://doi.org/10.1016/S1045-2354(03)00007-8

Pichler, S., Simpson, P. A., & Stroh, L. K. (2008). The glass ceiling in human resources: exploring
the link between women's representation in management and the practices of strategic human
resource management and employee involvement. Human Resource Management, 47, 463-479.
Procter 1. and Padfield M. (1999), “Work orientations and women’s work: a critique of Hakim’s
theory of the heterogenity of women”, Gender, Work and Organisation, VVol.6, No.12, pp.152—-62,
https://doi.org/10.1111/1468-0432.00078

Rayburn (1976), Careers for Women In Accounting, Journal of Employment Counseling, 13: 134-
140. https://doi.org/10.1002/j.2161-1920.1976.th00143.x

Sadler, E., and Wessels, J. S. (2019), “Transformation of the accounting profession”, Meditari
Accountancy Research Vol. 27, No. 3, pp. 448-471, https://doi.org/10.1108/MEDAR-05-2018-
0339

Samuelson, H. L., Levine, B. R., Barth, S. E., Wessel, J. L., and Grand, J. A. (2019). Exploring
women’s leadership labyrinth: Effects of hiring and developmental opportunities on gender
stratification. The Leadership Quarterly, 101314. doi:10.1016/j.leaqua.2019.101314

Sian, S., Agrizzi, D., Wright, T., and Alsalloom, A. (2020). Negotiating constraints in international
audit firms in Saudi Arabia: Exploring the interaction of gender, politics and religion. Accounting,
Organizations and Society, 84, 101103. https://doi.org/10.1016/j.a0s.2020.101103

Smith, K.T., Smith, L.M. and Brower, T.R. (2016), "How Work-Life Balance, Job Performance,
and Ethics Connect: Perspectives of Current and Future Accountants”, Research on Professional
Responsibility and Ethics in Accounting (Research on Professional Responsibility and Ethics in
Accounting, Vol. 20,Emerald Group Publishing Limited, pp. 219-238,
https://doi.org/10.1108/S1574-076520160000020008

Socratous, M., Galloway, L. and Kamenou-Aigbekaen, N. (2016), “Motherhood: an impediment to
workplace progression? The case of Cyprus”, Equality, Diversity and Inclusion: An International
Journal Vol. 35, No. 5/6, pp. 364-382,https://doi.org/10.1108/EDI1-02-2016-0019

Tiron-Tudor, A. and Faragalla, W. A. (2018),“Women Career Paths in Accounting Organisations:
Big4 Scenario”, Administrative Sciences, Vol. 8, No. 4, pp. 62, https://doi.org/10.1108/S1574-
0765(2011)0000015006

Tiron-Tudor, A., and Faragalla, W.A. (2022), "Intersections of women’s identities in professional
accounting careers,” Qualitative Research in Accounting & Management, Vol. 19 No. 5, pp. 564-
603. https://doi.org/10.1108/QRAM-02-2021-0038

Ud Din, N. (2017), “Women’s skills and career advancement: a review of gender (in)equality in an
accounting  workplace”, Economic Research, vol 31, no. 1, pp. 1512-1525,
https://doi.org/10.1080/1331677X.2018.1496845

Vespa, J. (2009), “Gender ideology construction: a life course and intersectional approach,"
Gender and Society, Vol. 23 No. 3, pp. 363-387.

176



Annales Universitatis Apulensis Series Oeconomica, 25(2), 2023, 158-177

70.

71.

72.

73.

74,

75.

76.

77.

Vidwans, M., and Cohen, D. A. (2020),Women in accounting: Revolution, where art thou?”,
Accounting History, Vol. 25, No. 1, pp. 89-108, https://doi.org/10.1177/1032373219873686
Vidwans, M., and Du Plessis, R. A. (2019), “’Crafting careers in accounting: redefining gendered
selves”, Pacific Accounting Review, Vol. 32 No. 1, pp. 32-53, https://doi.org/10.1108/PAR-03-
2019-0027

Walby, S., Armstrong, J. and Strid, S. (2012). "Intersectionality: Multiple Inequalities in Social
Theory." Sociology, Vol 46 No. 2, pp. 224-40.

Walby, S., Armstrong, J., and Strid, S. (2012), “Intersectionality: Multiple Inequalities in Social
Theory," Sociology, Vol. 46 No. 2, pp. 224-240.

Whiting, R. H. (2012),“Reflecting on perceived de institutionalization of gender-based
employment practices in accountancy”, Qualitative Research in Accounting and Management. Vol.
9, No. 4, pp. 300-336, https://doi.org/10.1108/11766091211282652

Whiting, R. H., Wright, C. (2001),“Explaining gender inequity in the New Zealand accounting
profession”, The British Accounting Review, Vol. 33, No. 2, pp. 191-222,
https://doi.org/10.1006/bare.2001.0161

Whiting, R.H. (2008), "New Zealand chartered accountants’ work/family strategies and
consequences for career success"”, Pacific Accounting Review, Vol. 20 No. 2, pp. 111-137,
https://doi.org/10.1108/01140580810892472

Zimmer, L (1988) Tokenism and Women in the Workplace: The Limits of Gender-Neutral Theory,
Social Problems, Vol. 35, No. 1 (Feb., 1988), pp. 64-77

177



