
The Glass Ceiling in Accounting Firms 

by 
Robin Shay Davison 

Final Project 

Presented to the Faculty of the Graduate School of 

Saint Mary-of-the-Woods College 

in Partial Fulfillment 

of the Requirements 

for the Degree of 

Master of Leadership Development 

Saint Mary-of-the-Woods College 

February 16, 2013 

 



Signature Page 

Saint Mary-of-the-Woods College 

Graduate Program in Leadership Development 

Date 
  

We hereby recommend that the Final Project submitted by: 

Entitled: The Glass Ceiling in Accounting Firms 

Be accepted in partial fulfillment of the requirements for the degree of Master of Leadership 

Development 

Advisory Committee: 

  

  

  

We certify that in this Final Project all research involving human subjects complies with the 

Policies and Procedures for Research involving Human Subjects, Saint Mary-of-the-Woods 

College, Saint Mary-of-the-Woods, Indiana 47876 

 



Abstract 

The focus of this project isn’t on any one particular accounting firm but on the 

accounting profession as a whole to see how many women are actually partners in the firms. 

Several of the studies that have been done have revealed that the percentage of women as 

partners in accounting firms is extremely low. The percentages of women partners in the 

accounting firms have been in the teens for several years and are still currently only in the 

teens. These figures were startlingly low in the United States so | wondered if women 

internationally were also facing these same problems. The international countries that | will be 

examining to see if they are facing the same problems are Australia and New Zealand. This 

paper will discuss for each country the history of women in accounting, laws against sexual 

discrimination, process of becoming a partner at an accounting firm, and the reasons women 

aren’t becoming partners in accounting firms. After discussing the reasons women aren’t 

becoming partners in accounting firms there will be suggestions to increase the number of 

women in partners. 
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Introduction 

The glass ceiling in the accounting profession in the United States is still very prominent 

in the industry. In a survey that was performed in 2012 revealed that only 17.4 percent of 

women were partners in accounting firms and another study that was done in 2011 revealed 

that only 14.1 percent of women were partners in accounting firms. The glass ceiling is keeping 

women from becoming partners in accounting firms. Some issues are making it hard for 

women to break through the glass ceiling for example in some firms there is still a good old 

boys network to get through and because there is a good old boys network that can cause 

gender discrimination. Another thing that makes it hard for women to break through the glass 

ceiling is that the work schedules that partners have are usually not conducive for a woman 

with a family. 

The United States isn’t the only country that is having this issue. Some other countries 

that are also having this issue are New Zealand and Australia. The percentages of women 

partners in accounting firms in these countries aren’t much better than in the United States. In 

New Zealand 19.6 percent of women are partners in accounting firms and in Australia the 

percent of women partners in accounting firms can range from 15.1 to 17.1. The women in 

these countries have much of the same complaints as to why they can’t break through the glass 

ceiling in the accounting firms that they work for. 

Problem Statement 

Women are being hindered by the glass ceiling when the time comes to being promoted 

to partners in accounting firms. This phenomenon is not only happening in the United States  



but it is also happening in countries overseas. The other countries that will be examined in 

depth in this paper are New Zealand and Australia. 

Glass Ceiling: United States 

History of Women In Accounting Firms 

In the United States the accounting profession has historically been considered a man’s 

profession. In as little as over twenty years ago women were mainly used as clerical help in 

accounting firms. According to the thought of the time the reason that men were accountants 

were because men performed the vital tasks while the women were the ones who assisted the 

men. (Bryant, 2006). 

Now in the 1990’s women were able to increase their numbers to 50 percent of the 

accounting profession. At that time the belief was the reason women were not becoming 

partners was because of the difference between gender and technology use. There were 

several surveys done at this point in time that revealed that more men had taken computer 

literacy course and computer programing course than women did. This allowed men to have 

the upper hand in promotions in accounting firms since accounting requires an understanding 

of computer literacy. While other survey's revealed that more women had better word- 

processing skills than men (Bryant, 2006). 

Of course sex discrimination was and still is an issue when it comes to women breaking 

the glass ceiling and trying to become partners in an accounting firm. When the women were 

entering the male dominated workforce in the 60’s and 70’s sexual harassment was kept very 

quiet since women were concerned with losing their jobs if it was reported. Since the women 

were silent this prevented them from getting promoted to top positions and the men who were 
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in control obviously looked down upon the women and that was another reason they weren’t 

getting promoted within the accounting firms. Eventually laws would be passed that would 

help women to be able to resolve the sexual harassment issue that they had been facing in the 

workplace. With these laws women would be able to determine what they considered to be 

intolerable behavior and this would help with their advancement inside of accounting firms. 

One of the reasons that laws against sexual discrimination was founded was because of 

information that a poll revealed which said that 75 percent of men in the workplace would be 

flattered by a sexual advance at work while 75 percent of women said the opposite. (Bryant, 

2006). 

Laws to Prevent Sexual Discrimination 

Different laws were put into place to prevent sexual discrimination from occurring in the 

workplace. One such law that helped women gain rights in the workplace is the Title VII of the 

Civil Rights Act of 1964. This law stated that employers could not discriminate against someone 

based on their race, color, religion, sex, or national origin. Title VII also made it illegal for 

companies to hire men that weren’t as qualified if there was a woman that was qualified for 

that particular job. If a woman thought that she was being excluded from a job position just 

because she was a woman and not because of her qualifications Title VII allowed her to sue the 

employer. Another right that a woman has in the workplace is that an employer cannot 

exclude her from a job position just because she is pregnant as long as she can still do the job 

even if she is pregnant. Employers also cannot exclude someone from a job position because of 

their marital status, gender, or age. (Gluck)  



Another act that was passed to help women in the workplace was the Glass Ceiling Act 

of 1991. The Glass Ceiling Act of 1991 was obviously enacted to help a woman’s equality issues 

in the administrative areas of business in the United States. Because of this specific act a 

Federal Glass Ceiling Commission was established and this commission was to focus their 

attention on and also complete a study that related to the existence of artificial barriers that 

were keeping women and minorities from advancing in the workplace. After this commission 

completed their study it was then to make recommendations for women and minorities to 

overcome these barriers. Once this report of recommendations was finished then they were to 

submit the report to President Bush. (Hinds, 2009). 

There are two different theories that are used in the legal system in order for a women 

to sue her employer and they are the disparate impact and the disparate treatment. The 

disparate impact theory is when a woman must prove that there was a discriminatory impact 

but not discriminatory intent and this particular theory was not used in the court system until 

the 1991 Glass Ceiling Act was engineered in the legal system. An example of disparate impact 

would be taking a written test before you are employed at a company. The written test doesn’t 

appear to be discriminatory but it can have a discriminatory effect on the protected classes 

such as women and minorities. So the woman suing her employer must prove that certain 

employment practice actually result in disparate impact to the protected group of which they 

are a member of. (Hinds, 2009). 

The disparate treatment theory is when a woman has to prove that they were treated 

differently than another employee that was in a similar position as them and the only reason 

that they were treated differently was because they were a member of a protected class. This  



theory was allowed to use in the court system because of the Civil Acts of 1964. If a woman 

was discriminated against because they were a woman they must prove that that was the case 

and they can prove it with direct or circumstantial evidence. Collecting this kind of evidence 

can be difficult since employers don’t admit that they were being discriminatory to employees. 

An employer can avoid monetary damages if they can provide a reason for its actions and that 

the same decision would have been made without any discriminatory factors. Usually with this 

theory a solo effect can happen and this is when there is only one woman among several men 

and the men treat her differently just because she is a woman. Also because of a woman being 

the only woman in a work environment she can be judged more severely than the men in the 

company. The disparate treatment can keep a woman from other networks such as activities 

that happen outside of work and that can provide financial rewards and lastly it can provide 

business development opportunities. (Hinds, 2009) 

To this day women are still being prevented by the glass ceiling from becoming partners 

in accounting firms. The percentage of women partners in accounting firms have been growing 

but very slowly. In 1991 only 5 percent of women were partners in accounting firms and in 8 

years that percentage went up to 13 percent (Bryant, 2006). Then a study in 2011 revealed that 

the percentage was only up to 14.1 percent (Wiley, 2012) and in 2012 the percent was up to 

17.4 (Johnson-Elie, 2012). So in 21 years the percentage of women partners in accounting firms 

has only went up 12.4; this seems extremely slow especially since there have been so many 

advancements in that span of time.  



Process of Becoming A Partner 

The process of becoming a partner in an accounting firm can be a long process; it can 

take someone between 10 to 12 years. Part of the reason that it takes so long to make it to 

partner level is because someone has to progress up the corporate ladder. If a person starts 

their accounting career at the age of 23 they can become partner in their early 30’s. Of course 

someone can take the fast track to becoming a partner if they decide to specialize in one area 

of accounting; for example someone could specialize in taxes. Once the position of partner is 

offered then the other partners will encourage the new partner to invest their own money into 

the accounting firm to be able to become part owner of the accounting firm. If a partner 

decides to invest their own money then every year their salary will increase and once they 

retire they will receive dividends from the accounting firm. (Cardiff Jobs, 2011). Some firms 

don’t have anything that states what they are looking for in a partner but below is an example 

of a list from The Rosenberg Associates LTD (Rosenberg, 2011). The Rosenberg Associates LTD 

are actually consultants for accounting firms and assists them with many different things; some 

of their consulting services include managing partner coaching, partner/owner compensation, 

and staff surveys and upward evaluations (Rosenberg, 2012). 

  

Example 1 

THE ROSENBERG ASSOCIATES LTD. 

BRINGING IN A NEW PARTNER 

THRESHOLDS 

AND 

CORE COMPETENCIES  



Intangibles 

1. TRUST. Integrity, honesty and sound ethical behavior/judgment 

2. Credibility with partners and staff 

3. Encourages client confidence: Clients are comfortable calling the partner-potential first rather 
than the originating partner. 

4. Strong work ethic 

5. Loyalty and commitment 

6. Team player 

7. Able to pass the "beer/wine' test 

8. Communication and interpersonal skills 

9. Leadership skills 

Financial and legal 

1. Is willing and able to buy in 

2. Is willing to take on retirement obligation 

3. Is willing to sign a non-solicitation agreement 

4. Demonstrates personal financial stability 

Practice development 

1. Originates X amount of business 

2. Constantly pursues meetings with clients, prospects and referral sources to get new business 

3. Actively seeks opportunities to cross-sell additional services to existing clients 

4. Has been active for at least several years in building up network of business contacts 

5. Has distinguished him/herself as an expert in at least one service or industry 

Production and client management 
1. Manages X number of clients (billing, relationship and engagement management) 
2. Achieves X billable hours... 

3. ...at X realization 

Technical 
1. Demonstrates a high-level of analytical and problem-solving skills; solves clients’ problems 
2. Exhibits high level of technical skill so the firm is comfortable that once the partner candidate 
has finished a client project, no one else needs to review it to make sure it was done right. 
Candidate has proven his/her ability to complete highly technical projects with minimal assistance 
from others. 

Supervision 

1. Has solid experience supervising staff 

2. Is a delegator 

3. Is able to develop others 

Administration 

1. Follows and complies with all firm policies, procedures and deadlines 

   



The process of becoming a partner in an accounting firm is actually an informal 

process, basically the potential partner is presented to the firm’s partners and then the firm’s 

partners will provide feedback and will give a commentary to questions regarding each 

potential partner. The evaluation process used to review if someone should become a partner 

is based on individual partner's opinions of others and because of that, their opinions can 

include bias and stereotypes which can become a legal issue since this kind of evaluation is not 

objective. It can be difficult for women to become partners since the other partners are made 

up of mainly men. Also this type of evaluation process can cause group think or the opinions 

could be twisted toward the male perspective and it can cause male bonding within the culture; 

the male bonding can cause what is known as the good old boys network. (Hinds, 2009). 

Reasons Why Women Aren’t Becoming Partners 

One of the reasons that women aren’t becoming partners in accounting firms is that 

women are conflicted between the responsibilities outside of the workplace and the 

responsibilities that becoming a partner can have. Becoming a partner in an accounting firm is 

a very intense commitment of one’s time. A CPA in a national accounting firm does have to 

work extremely long hours before they even become a partner in an accounting firm. Usually 

once a CPA has reached their fourth year in an accounting firm they are working between 50 

and 60 hours a week for most of the year. The hours only keep increasing for someone who 

would like to be a manager or partner in a national accounting firm. One recruiter from a 

national accounting firm had said that people who like to spend time with their families do not 

do so well at that particular firm. (Satava, 2013). With putting those kinds of hours into an 

accounting firm it doesn’t leave a woman much time for family, friends, and other outside  



activities. | know from my own personal experience tax time can be a difficult burden forcing 

me to spend time away from my children and also for the duration of the year if my children 

need anything | will take time off of work for them. 

Another reason that women aren’t becoming partners in accounting firms is because of 

the lack of visibility of female role models. With the lack of female role models the women 

working in the accounting firms feel like there is no room for their advancement inside of the 

accounting firm itself (Arford & Bennett, 2012). When women partners mentor other women 

in accounting firms this allows other women to see that the glass ceiling can be broken and the 

other women partners can show them how the glass ceiling can be broken (EI-Ramely, 2011). 

Without any women mentors women may have a difficult time with integrating their personal 

life with their work life and also which leadership styles they need to utilize to succeed in 

accounting firms (Arford & Bennett, 2011). According to Arford and Bennett they stated that if 

a woman had a male mentor that the woman often felt like she couldn’t identify with the male 

mentor’s leadership styles. But Moulton found a study that stated the women being mentored 

by men had a greater impact upon an accounting firm. 

Lack of confidence is another reason why women aren’t being promoted to partners in 

accounting firms and women have a tendency to doubt themselves more often than men and 

this can keep women off of the leadership track. (EI-Ramly, 2011). It is challenging for 

colleagues to have confidence in someone who doesn’t have confidence in themselves. Also 

when someone becomes a partner they are required to expand the clientele that accounting 

firms have and if she has no confidence in herself this can be problematic for them (Vasquez, 

2010). In order for someone to be able to become partner in an accounting firm they have to  



manage other employees. At the staff accountant level they have to know how to supervise 

and direct the work of other less experienced employees. On the other hand partners in 

accounting firms have to know how to supervise, motivate, and direct the work of the other 

employees. It is imperative for someone who wants to become a partner in an accounting firm 

to have refined skills in communicating, organizing, motivating, and must be able supervise 

large teams and also more than one team at a time (Satava, 2013). If a partner in an accounting 

firm doesn’t have confidence when it comes to these skills then the people she is supervising 

won’t have confidence in her. 

Glass Ceiling: New Zealand 

History of Women In Accounting Firms 

Just as in the United States accounting was considered to be a male dominated 

profession early on in accounting history. In 1906, 27 percent of women were engaged in 

clerical work in offices. In this time period women were not expected to be working at offices 

once they were married so even then it was hard for women to get promotions at accounting 

firms. The accounting firms didn’t want to put much effort into their women employees 

because they assumed that once the woman was married that she was going to become a 

housewife at that point and not continue to work. In 1926 women made up three and half 

percent of accountants but by 1936 this figure decreased to a little over once percent. 

(Devonport, 2007). 

Even though these were slight increases for women in accounting; it is thought that this 

was made possible because education for girls was paralleled to that of the boys at the time. 

More young girls were able to continue their studies in secondary school but most of the time 
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the studies involved bookkeeping, shorthand, and typing. These types of subjects were thought 

to be suitable for girls because they didn’t demand a great deal of thinking. (Devonport, 2007). 

Also in the early 1900’s not very many professional associations accepted women into 

their group. One professional association that didn’t allow women into their group was the 

Incorporated Institute of Chartered Accountants but another association would allow women 

into their group from the beginning and that was the New Zealand Society of Accountants. 

There isn’t any evidence available as to why the Incorporated Institute of Chartered 

Accountants didn’t let women join their association. It is thought that since the Incorporated 

Institute of Chartered Accountants had ties to associations in Great Britain that this influenced 

the men of the associations to not allow women into them. (Devonport, 2007). 

In the 1940's and 1950's New Zealand experienced an expansion in their economy so 

there was more demand for workers because of this the New Zealand government started 

encouraging married women to re-enter the workforce. If a woman wanted to become an 

accountant in New Zealand then family influence was important. Typically when a woman was 

interested in accounting in this time frame then she had a male relative that was already in that 

type of business. Eight women of the time were asked why they became accountants and they 

stated that they came from homes that had a value for education and their families also 

encouraged their daughters to higher studies. They also stated that their mentors were male 

relatives. (Devonport, 2007). 

In 1986, half of the graduates of accounting were women and three years after that half 

of the admissions to the College of Chartered Accountants were women also. At the beginning  



of 2002 until May 2005 there were a total 1,056 men and 966 females being admitted to the 

Institute. (Devonport, 2007). 

Laws to Prevent Sexual Discrimination 

There are two different acts that New Zealand has to help prevent sexual discrimination 

and these are the Bill of Rights Act and the second is the Human Rights Act of 1993. They also 

have acts for equal pay which is called the Equal Pay Act of 1972 (Logie, 2011) and there is an 

act that offers maternity protection to ladies and that is in the Parental Leave and Employment 

Protection Act of 1987 (Davenport, 2011). 

The Bill of Rights Act mainly impacts the aspects of human rights and covers a range of 

rights and freedoms for their people. Some examples of the rights and freedoms is the 

freedom of expression, freedom of movement, the right to not be arbitrarily arrested or 

detained, and the one that is of the most important to this paper is the freedom from 

discrimination. (Ministry of Justice, New Zealand, 2002). 

The Human Rights Act of 1993 doesn’t allow discrimination of religious belief, ethical 

belief, color, race, ethnic or national origins, disability, age, political opinion, employment 

status, sexual orientation, and these last ones that are important to this paper include sex, 

including pregnancy, marital status, and family status. There is also a section in this act that 

states what areas of public life that discrimination is not allowed, and some of these are 

government or public sector activities, access to education, provision of goods and services and 

the most important, employment. There are actually a few exceptions to this act and one of 

these is when certain procedures are initiated in the workplace and they are done so in good 
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faith and are necessary to be able to achieve equality for one of the groups that is being 

discriminated against. (Ministry of Justice, New Zealand, 2002). 

The New Zealand Ministry of Justice has some checklists on their website that helps 

companies to deduce whether or not their company is following the rules of both of these acts; 

the Bill of Rights Act and the Human Rights Act. Below in example 2 is one of these checklists 

and this checklist is for companies to see if they are actually performing employment 

discrimination which is in the Human Rights Act. (Ministry of Justice, New Zealand, 2002). 

New Zealand also has the Equal Pay Act of 1972 which the reason this bill was enacted 

was to remove the discrimination of pay rates between men and women who were working in 

the same job positions. This was achieved by having companies make it publicly available to 

see statistical information that was related to their rates of salaries. One way to get this kind 

of information is through the Department of Labour publications since the companies are 

required to report salaries to this department and the other way is employees can demand this 

information from their employer. (Logie, 2011). 

The Employment Relations Act does allow some protection for maternity or paternity 

leave. A company does have to allow for a woman to take off of work for 14 weeks after having 

a child without any repercussions and men are allowed to take off of work for 2 weeks after 

their wife has had a baby. At this point when parents take a leave from work after having a 

child it is all unpaid but in 2011 Parliament was proposing a paid parental leave. Parliament has 

introduced a proposal that would involve 12 weeks of paid leave at 80% of salary.  
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Process of Becoming a Partner 

The process of becoming a partner in an accounting firm is the same as the process in 

the United States. The process can take someone anywhere between 10 to 12 years and again 

the reason this process takes so long is because someone has to progress through the company  



ranks. It took one particular female 12 years before she was asked to become a partner at 

Deloitte which is one of the big four accounting firms. Before getting hired at a company 

someone has to get an accounting degree from a college or a university. Another qualification 

that helps with the process of becoming a partner in an accounting firm is becoming a 

chartered accountant. A chartered accountant is similar to becoming a CPA in the United 

States. Once someone is asked to become partner in an accounting firm then the potential 

partner is asked to invest their own money into the accounting firm. When a partner invests 

their own money into the accounting firm then they will receive a salary increase and after they 

retire they will receive dividends from the accounting firm. (Deloitte, 2008). 

| was unable to locate any type of qualifications for becoming a partner in an accounting 

firm in New Zealand. | wanted to locate some characteristics like | was able to for the United 

States. That way | could have compared the characteristics of what an accounting firm in the 

United States was looking for and what characteristics an accounting firm in New Zealand was 

looking for. 

Reasons Why Women Aren’t Becoming Partners 

One of the barriers that women face when it comes to being promoted to partner in 

accounting firms is the old boy’s network. This type of networking usually happens outside of 

the workplace and it can help introduce new clients into the accounting firm. These outside 

activities also allow for bonding and mentoring with people who are already partners in the 

accounting firm. (Watson & France, 2011). When the men are able to bond with their clients, 

colleagues, and partners in the accounting firm, this assists the men who want to achieve 

certain goals in their career (Hopman & Lord, 2007). 
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Some women feel the need to imitate masculine traits because they think that this will 

help them to succeed in becoming a partner in an accounting firm (Watson & France, 2011). 

Some people feel that women’s characteristics and behavior makes them unsuitable for 

becoming managers so women will adopt masculine traits because of this thought process. 

It’s been indicated that it can be difficult to be successful in accounting firms without masculine 

characteristics such as being assertive, competitive, and forceful. But when a woman actually 

assumes these masculine behaviors in order to succeed in the accounting firm it can have a 

negative effect instead of positive one for the woman. When a woman adopts these masculine 

traits it can cause an issue of emotional labor, when people will subdue or present their 

emotions in a manner that is what an organization expects out of them. Generally both sexes 

will do this but woman feel that they are required to do so in order to succeed inside of an 

accounting firm. Also when emotional labor happens it can cause more stress and in certain 

cases it can cause emotional exhaustion. (Hopman & Lord, 2007). 

If a woman decides to have a family while working to become a partner in an accounting 

firm; it can significantly slow the progress of becoming partner. When a woman decides to 

come back to work after having a child she is considered not as committed to the accounting 

firm as she was before she had children. Men usually think this because women will take off of 

work to go care for her children instead of staying at work. Even though some women have full 

time jobs, they still have responsibilities at home which they are usually the solely responsible 

party for such as household chores. A report by Whiting revealed that short or sporadic periods 

of parental leaves are not as detrimental to promotions as long as when they return to work it 

is full time but longer periods can hinder career progression. When women decide to start a  



family, some accounting firms don’t want to take the time to develop their career potential 

because the accounting firms feel like what is the point of doing so when the woman is just 

going to leave because of her family. (Whiting & Van Vugt, 2007). Two women researchers 

actually agreed with this point of view and they stated that by the time a woman is likely to 

provide a substantial return on her training the accounting firm invested in her, the woman will 

either reduce her hours at the accounting firm or leave all together. Normally women who 

have children do not work as much overtime so they may be considered to have less work 

experience which means they will have a lower work status and this can be one reason why 

they will not receive the promotion of partner in the accounting firm. (Hopman & Lord, 2009). 

Something else that hinders women from becoming partners in accounting firms is what 

is known as the queen bee syndrome. This is when a woman that has already achieved partner 

status will not assist other women to becoming partners themselves since the queen bee feels 

that she has achieved her status by working hard, not by being helped by others. Other women 

can work just as hard and succeed without any help too. In some instances a queen bee will 

actually discourage and even prevent other woman from being promoted through the ranks of 

the accounting firm. (Hopman & Lord, 2009). 

In New Zealand there is also a stereotype called the token woman and this is when men 

claim that the only reason that a woman was promoted to partner in an accounting firm was so 

that the public didn’t consider the accounting firm sexist. The men don’t feel that the women 

actually earned the promotion by putting in the hours or the hard work that the men did. 

(Hopman & Lord, 2009).  



Glass Ceiling: Australia 

History of Women In Accounting Firms 

Just like in the United States accounting was considered to be a man’s profession. It 

was very difficult for women to be able to break into this profession and be taken seriously. In 

Australia there are different accounting bodies that accountants belong to and two such 

accounting bodies are the Institute of Chartered Accountants Australia and Australian Society of 

Accountants. Women have been trying to get into these kinds of accounting bodies for an 

extremely long time but in the early 1900’s the men that were running these accounting bodies 

kept women from joining them. The men at the time felt that if they were to allow the women 

to gain entrance into the accounting bodies that the women themselves would lower overall 

standards of the accounting bodies and it would also increase the competition for accounting 

work. Around 1910 one of the presidents of the accounting bodies said that he wanted a 

distinction to be made between a general office accountant/highly qualified clerk and a 

practicing public accountant. Since the men of the accounting bodies would not allow the 

women admission into them then the women were just considered a highly qualified clerk. The 

men created a perception that women were able to make suitable clerks but they were not 

made from the same material of practicing accountants. The other reason that was given to 

not allow women admission into accounting bodies was because if women would be allowed 

membership then it would be detrimental to society. The men felt that a woman was supposed 

to be a man’s companion not his rival. (Cooper, 2007). 

Just like in the United States more women in Australia are entering the once male 

dominated accounting business. In 1998 women made up 25,230 of the 87,000 members of 
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CPA Australia (White, 2008) then in 2000 women made up 27,000 of the member (CPA 

Australia, 2010). In 2007, 14,062 women signed up to take an entry level program given by CPA 

Australia and the woman actually outnumbered men that were taking this same program; only 

10,150 signed up for this same program. Then in 2008 women made up for 41 percent of the 

CPA Australia’s 117,000 members. (White, 2008). 

Laws to Prevent Sexual Discrimination 

Australia has certain laws that were initiated to keep employers from discriminating 

against women in the workplace. One of these laws is called the Sex Discrimination Act 1984 

and this act makes it unlawful to deny a woman the same opportunities as a man just because 

of stereotypes and it also keeps a woman from being dismissed from a position just because 

she is pregnant or has the potential to become pregnant. This act also prevents employers 

from terminating a woman if she becomes pregnant while employed or if she is trying to adopt 

a child or children. If a woman feels that she has been treated unfairly then she must be able to 

prove that she was treated unjustly compared to someone who is not pregnant or potentially 

pregnant in similar circumstances. (Law Teacher, 2011). One example of unfair treatment is 

when a woman comes back from maternity leave and her position has been given to another 

employee and then the woman gets demoted to a lower position in the company (GWM, 2011). 

This law was enacted because as soon as a woman would inform her employer that she was 

pregnant then she would immediately be dismissed. One reason that a pregnant woman would 

be dismissed is because managers felt that clients and customers did not want to see a 

pregnant woman in the workplace. (Law Teacher, 2008).  



Australia’s Federal Parliament has created an amendment to the Sex Discrimination Act 

of 1984 and this amendment was called the Sex and Age Discrimination Legislation Amendment 

Bill of 2010. This act expands on sexual harassments problems but for this paper the main 

amendment gives employee’s protection from discrimination they could face because of family 

responsibilities and this amendment protects both men and women at work. 

Australia had another act that was in place before the Sex Discrimination of 1984 and 

that is the Anti-Discrimination Act of 1977. This act can force employers to allow employees 

who come back from maternity to work in the same position they were in before they went on 

maternity leave. (GWM, 2011). The Industrial Relations Act of 1996 is very similar to the Anti- 

Discrimination Act of 1977 the only difference is the employee can return to work after a 

parental leave allowing the employee to be male or female. 

There are two types in Australia just like there is in the United States and these are 

direct discrimination and indirect discrimination. Obviously direct discrimination is when a 

woman is treated unjustly compared to a man in the workplace. If a woman faces direct 

discrimination she must be able to prove in court that she was treated unfairly because she was 

a woman and for no other reason than that. An example of indirect discrimination is when a 

particular requirement can actually cause sexual discrimination. 

Process of Becoming a Partner 

The process of becoming a partner in Australian accounting firms is very similar to the 

process of becoming a partner in the United States. It can take several years for someone to 

become a partner in an accounting firm as one female partner said that it took her 20 years to 

become a partner. A person obviously has to get through college and according to one female 
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partner named Agnes Vacca in the KPMG accounting firm that completing the Chartered 

Accountants Program had helped her on her way to becoming a partner. Just like in the United 

States someone has to make their way through the ranks of accounting firms before they are 

offered position of partner. Also when someone is asked to become partner then they are also 

expected to invest their own money into the company. When someone becomes partner in an 

accounting firm usually their salary will increase just like in the United States. (Vacca, 2012). 

| have spent hours looking all over the internet for certain characteristics that Australian 

accounting firms look for in a partner but | had no luck on finding any of those characteristics. | 

was lucky enough to find an example for partners of accounting firms in the United States but 

not any for Australia. | did at some point come across a question that someone had asked 

about becoming a partner in an accounting firm in Australian and one person posted that the 

partner would need to be able to recruit new clients to be able to bring in a huge amount of 

money for the accounting firm. 

Reasons Why Women Aren’t Becoming Partners 

One of the reasons that not very many women are becoming partners is because they 

do decide to take a break from their profession to be able to have children. Since it can take 

between 15 and 20 years for someone to become a partner a woman who has to pause her 

career to have children may have to wait even longer before being asked to become a partner 

in an accounting firm. After some women have children they may decide to not even come 

back to work at all or some may only come back and work part time only. (Khadem, 2012). One 

example of why some mothers may not decide to go back to work is because the cost of 

daycare is not worth the mother going back to work at the accounting firm. Some women may 
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choose to go part time at an accounting firm because they don’t feel like they can balance their 

work life with their personal life which has changed because of having a child. A research study 

that was done by the Australian National University revealed that working mothers spend more 

time with their families than working fathers will do. Another study also revealed that mothers 

spend over five hours a day on household chores but the men only spend about two and half 

hours on household chores. In most cases men do not change their work schedule if the 

children are sick; it’s usually the mother that has to call into work so she can stay home and 

take care of the sick child. Part of the reason that happens is because mothers feel like that 

they should be the ones that take care of their children because that’s what a good mother 

does. One female partner stated that it was very difficult bringing up a child and also trying to 

progress with a career. She said that mothers always feel guilty because they feel like they 

aren’t doing enough or maybe they are doing too much or perhaps they feel like they are 

overcompensating with their children because of their career. Another mother that is also a 

partner in an accounting firm was asked why her husband didn’t pick up the kids from school 

and her reply was that she was the mother and that mothers were expected to pick up the 

children. (Sunday Life, 2011) It can be daunting on a mother to think of all the time that a 

partner has to invest into the accounting firm. In one particular study it revealed that 89 

percent of women will leave their job because they can’t find a balance between their work life 

and their personal life. (Knight, 2010). 

Another reason not as many women are becoming partners in an accounting firm is 

because when someone is asked to become a partner then they have to invest some of their 

own personal money into the accounting firm and women aren’t prepared to risk their family’s  



home. Usually by the time someone is asked to become a partner in an accounting firm that 

person is normally in their 30’s and probably already has some large debt in their life. Women 

don’t typically want to add any more debt to the family and don’t want to have to worry if they 

are going to lose the family house if things don’t go as planned in the accounting firm. (Khadem, 

2012). 

Women also face gender bias in an accounting firm and that can keep them from being 

promoted to partner as well. When a woman does decide to come back to work after having a 

baby she can be discriminated against because of that. Some women take advantage of flexible 

scheduling but when one does this, colleagues may comment on how short workdays are at 

work. And usually when a woman has short days at work then the partners of the firm may 

think that she is not as committed as she once was to the accounting firm. At this point co- 

workers could leave out the woman returning from maternity from a project that the team was 

working since they feel she is not as committed now that she has a flexible work schedule. If 

women decide to change their schedule to a flexible work schedule she is considered not as 

competent as a male co-worker so then women aren’t allowed as many mistakes as a male co- 

worker is allowed. (Pinto & Williams, 2011). 

The amount of confidence a woman has can also cause her to not become a partner in 

an accounting firm. One female partner from KPMG said that when women look at a job 

posting they think that since they don’t have ALL of the qualifications requested then they will 

not get the job at all whereas men will apply for the job even if only have some attributes but 

not all of them. She also said that women need to believe in themselves and to apply to get 

that job even if they don’t have every single attribute that a company is looking for.  



In some cases women also have to break through the old boy’s network to be able to 

get on the other partner’s radars to become a partner in an accounting firm. This gender bias 

can cause problems with women becoming partners since they aren’t invited to functions 

outside of the accounting firm. Men will typically use these outside functions to recruit new 

clients for the accounting firm. An example of these outside functions could be when men go 

play golf with clients or partners of the accounting firms and for the most part women don’t 

play golf so they aren’t invited to these kinds of functions. (Sunday Life, 2011). 

Stereotypes can obviously keep women from being asked to become partners in an 

accounting firm. Nicknames women get can have a detrimental effect on whether or not they 

become a partner in an accounting firms. Usually the nicknames that women get are a mix of 

the masculine and feminine traits. In the accounting profession some women feel like they 

have to adopt the masculine traits to be able to succeed in the business. Typically when 

women adopt these masculine traits they will get criticized for doing so but if they don’t do 

adopt the masculine traits then they are considered unassertive or they are not considered to 

be leaders in the accounting firm. (Sunday Life, 2011). One example of what is said about a 

woman that uses masculine traits in an accounting firm is that she is considered to be too 

ambitious or even hard to work with on projects (Pinto & Williams, 2010). 

Mentoring is also another reason why women aren’t being promoted to partners of 

accounting firms. Women like to be able to discuss with other successful women how they 

have dealt with certain situations and how they have broken through the glass ceiling. Also 

mentors tend to push their protégé’s to apply for better positions in the accounting firm.  



Another thing women tend to do is not ask for things that they want or need so a mentor can 

help them with this situation. 

Solutions to Increase Women Partners 

There have been several different reasons discussed throughout this paper on why 

women are having problems becoming partners in accounting firms. Some of the issues are 

common throughout all three countries so now solutions to these issues will be discussed in 

this section. 

One of the issues that women from all three countries said that kept them from 

becoming a partner was when they decided to have families or balancing their work life with 

their family life. The women would take time off for maternity leave and sometimes felt like 

they couldn’t return to work full time which slowed the process of them becoming partners. 

One solution that could help keep women on track for becoming partners is to offer flexible 

work arrangements. If women could have flexibility with their scheduling they wouldn’t feel so 

overwhelmed when it comes being able to balance both their work life with their family life. 

There are some companies that have implemented this type of scheduling and it has actually 

caused a negative effect within the accounting firm. The reason that it has caused a negative 

effect is because the women feel like when they choose to have a flexible schedule then it looks 

like to other partners that she isn’t taking her job a seriously. In the accounting profession 

people will usually work over 40 hours a week and usually when women choose to have a 

flexible schedule then they aren’t working over 40 hours a week. Also some firms don’t have 

procedures in place to actually see if the flexible schedule being offered is really helping the 

company or the employees (Vasquez, 2010).  



If accounting firms are able they should offer women some paid time off for maternity 

leave or for the adoption of a child and some big accounting firms have different types of 

parental leave for men and women. These kinds of paid parental leaves allows for the mother 

to not be so stressed out in her personal and work life and she will perform better when she 

comes back to the working environment she will also feel like she has some balance in her work 

life and personal life. There is one accounting firm that even offers up to 11 weeks paid 

maternity if the mother has been at their firm for over a year! 

Offering back-up daycare for mother’s can allow them to balance their work life and 

personal life. If mothers know that they have a back-up plan for their children then they won't 

feel like they are picking their children over their work. Also when women have a back-up plan 

for daycare then they won’t feel guilty if they do choose work over their children. And if they 

know that they have a sure back up plan then they can put their focus into their work and know 

that they don’t have to worry about where their children need to go or if the children are truly 

being taken care of. 

Listed below in Example 3 are the different programs that the Big 4 Accounting Firms 

offer to their employees to help them balance their work life and their personal life. 

 



Example 3 

  

PWCLLP EY LLP KMPG LLP Deloitte LLP 
  

Flexible 

Work 

PWC offers a wide 

variety of flexible 

work options that 

employees can 

easily apply for 

online. There's also 

a 24/7 hotline for 

those who have 

questions. Thanks 

to new Flexible 

Fridays policy, all 

staffers start their 

summer weekends 

at least half a day 

early. 

At this renowned 

tax and accounting 

firm flex is given 

82% of all workers 

used flexitime. The 

firm also instituted 

summer flexibility 

last year 

encouraging staffers 

to rearrange their 

schedule for the 

season to give them 

as much personal 

time as possible. 

Nearly all 

employees used 

flexitime or 

compressed work 

schedule last year. 

Every employee has 

the option of jump- 

starting summer 

weekends by 

leaving at 3:00 P.M. 

on Fridays. 

Deloitte is 

experimenting with 

programs that 

stretch the 

meanings of time 

and work. 

Employees enjoy an 

array of formal 

flexible work 

arrangements, 

including 

telecommuting, 

compressed 

schedules and part- 

time hours. Almost 

all employees can 

informally shift their 

hours or take a 

work-from-home 

day. 
  

  
Child 

Care 

Solutions 

  
A 10% discount is 

available to 

employees at more 

than 2,700 day-care 

centers nationwide. 

This saved workers 

a total of $50,000. 

Free emergency 

backup care is 

provided at 15 

facilities.   
Responding to 

parents’ requests, 

E&Y established a 

backup-care policy 

last year. Now 

more than 1,700 

employee children 

use the 4.600 

centers and 1,000 

in-hoe-care 

agencies sponsored 

by the firm.   
The firm is among 

the minority of U.S. 

companies offering 

backup child care. 

Several KPMG 

offices lease space 

in or near child-care 

facilities, where 

they have a contract 

for services. In 

addition, child-care 

reimbursement is 

available to 

employees for 

business travel and 

overtime work.   
When an 

emergency crops 

up, parents can 

send their children 

to one of 69 

backup-care centers 

across the country. 

If they need 

alternative 

arrangements, the 

company offers 

reimbursement for 

child care provided 

outside these 

centers. 

     



New moms are 

eligible for 11 weeks 

of paid maternity 

leave after one year 

of service. New 

dads get three 

weeks of paid 

paternity leave. 

New moms with 

one year of service 

receive eight weeks 

of maternity leave 

beyond the 12 

weeks offered by 

FMLA, six of which 

are fully paid. New 

New parents can 

take 14 weeks of 

job-guaranteed 

leave beyond what's 

offered by FMLA, 

with two weeks fully 

paid. This applies to 

leaves taken after 

New moms receive 

eight paid weeks of 

maternity leave 

after one year of 

service. New dads 

and employees who 

adopt receive two 

paid weeks. Job 

  
childbirth or 

adoption. 

dads get six 

additional weeks, 

two paid. New 

adoptive parents 

get 16 weeks of job- 

guaranteed time 

off; four are paid for 

primary caregivers. 

permitting, all 

parents are eligible 

for an additional 12 

weeks of unpaid 

leave.             

Another procedure that could help women to become partners in accounting firms 

while also balancing their work life and their family life is to offer a program where women 

could work part time but still become partners. If accounting firms decided to use this type of 

program then they could at least retain talented employees instead of allowing them to walk 

out of the door completely. This kind of program allows women to work between 1,500-1,800 

hours per year instead of the normal 2,400-2,600 hours per year (Boomer & Wiley, 2007). Of 

course for this kind of program some work would have to be done at home so this person 

would have to be able to get themselves motivated since no one else would be around them to 

get them motivated (Boomer & Wiley, 2007). Also from some research that was done on this 

type of program it was discovered that it works out best for a person that had some kind of 

niche in the accounting firm such as hedge funds, investment partnerships, and employee 

benefit plan auditing (Boomer & Wiley, 2007). 

Another issue that faced all three countries was the issue that women don’t have 

mentors to assist them throughout their career so companies should implement a mentoring 
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program for women. A research project at Harvard University actually discovered that 

mentoring programs can produce the most significant and positive results in an accounting 

firm. Also in this same research it determined that men mentoring the women in these kind 

programs were more preferable. It was said that the men helped women to get increased 

compensation and that women mentored by men would also increase their advancement 

inside the accounting firm. (Moulton, 2012). Another author Sandra Wiley stated that men 

could be very important to the support network of women but only if they made the effort to 

understand what unusual challenges that a woman can face while pursuing leadership positions 

in an accounting firm. She also made a point to say that men can direct women on the path to 

becoming a partner in an accounting firm. (Wiley, 2012). In another article it discussed that 

women choosing a mentor should look for characteristics in a mentor according to the woman’s 

aspirations or needs. If a mentor is chosen based on their characteristics then the mentor may 

not always be a woman it will just depend on the circumstance of the women needing a 

mentor. Some women could be looking for a mentor that has broken through the glass ceiling 

or one that has been able to balance their personal life with their work life or one could even 

be looking for successful business founders. (EI-Ramly, 2011). 

Some mentors may not even be in the same town or city if a woman is determined to 

have another woman be her mentor. In one example the woman was being mentored by 

another woman and they lived in two completely different cities but worked for the same 

company. The woman being mentored said that at times it was difficult since they did live in 

two different cities but she still managed to catch up with her mentor over the phone and even 

at national conferences (Hopman & Lord, 2009).  



Depending on the size of the accounting firm a mentor may have to be found in the 

same profession but in another accounting firm or even sometimes in another profession that is 

male-dominated. Sandra Wiley recommends that accounting firm owners and partners 

encourage their female talent to find connections in other professional fields. As mentioned in 

the previous paragraph even if a woman has to find a mentor in another professional field that 

mentor could still have the characteristics that a woman is looking for like a woman breaking 

through the glass ceiling of a profession. Wiley also mentions that if there are women in the 

accounting firm to encourage them to become mentors to other women in the same 

accounting firm. (Wiley, 2012). 

The lack of confidence a woman was another reason that they weren’t being promoted 

to partner in accounting firms and part of this problem could be eradicated by having the 

mentor programs put into place at accounting firms. Women usually need to be encouraged by 

other people in their support system and this helps with their confidence level. One simple way 

to boost women’s confidence is just by merely giving them recognition when they reach the 

goal that an accounting firm has set for their employees or just plainly done an excellent job on 

a project for the accounting firm. When someone gets into the positions senior management 

then they need to start recruiting clients for the accounting firm and if women aren’t able to 

accomplish this then it can cause them to lose their confidence. Companies should offer 

training to help women with their business management skills. The training will help them to 

attain new skills and this will also make women feel more confident in their abilities. 

Another issue that was addressed in New Zealand was that of the queen bee syndrome 

and this was when a woman in a leadership position wouldn't offer to help other women and in  



some cases would even discourage other women from applying for leadership positions. This 

issue could be eliminated by encouraging these types of women to mentor other women in 

their accounting firm. My personal feeling is that women that have the queen bee syndrome 

don’t want to help other women get leadership positions because then they won’t be 

considered special any more. When a woman with queen bee syndrome has broken through 

the glass ceiling of a male dominated profession then she has done something special and 

sometimes once a woman has achieved this goal then she doesn’t want to share the glory with 

others. The woman that has queen bee syndrome needs to be let known that becoming a 

mentor to another woman is something special also. Once she realizes that this is a special 

honor as well then she will be more willing to become a mentor to another woman. 

The Old Boys Networks was a problem for women in all three countries as well and 

some women were able to overcome the Old Boys Network while some other women weren’t 

able to overcome the Old Boys Network. The Old Boys Networks usually happens at functions 

outside of accounting firms and these outside functions can help employees and partners to 

recruit new clients or they are used to bond with other employees and partners that work at 

the accounting firm. Women are not usually invited to these outside functions but if they are 

invited the functions are usually after one gets off of work so women have to take more time 

away from their families to go them. Sometimes women get invited to these functions but it is 

not anything that the women is interested in going to do such as a golf outing. One way to 

overcome the Old Boys Network is to start a separate group like an all women group. This way 

women can still recruit potential clients but they don’t need to go to the outside functions that 

the men in their accounting firm have. The women that go to this type of group function could  



bring a guest with them so they could bond with potential clients and perhaps the potential 

client could find other women to do different types of business with. Women need to keep in 

mind certain steps while they are creating their own networking system and these are that 

women should know what kind of people to network with and what they hope to gain by such a 

relationship, contact network relationships often and do so through a variety of different ways, 

and it also helps to have a group of mentors when it comes to networking. There is a downside 

to starting a women only group and that is that women only groups don’t overcome the 

networking barrier entirely and it can further distinguish and marginalize women from 

accounting firms. Another way to get around the Old Boys Network is instead of going to 

evening functions have lunch or coffee with potential clients or partners of the accounting firm. 

This way women don’t have to take time away from their families and they are still bonding 

with potential clients and partners of accounting firms. Some women complained of getting 

invited to golf outings when they had didn’t play the game. Women should take some golf 

lessons it may turn out that they actually find the game relaxing and actually enjoy playing. 

Women from the accounting firm could all take golf lessons together then they would be 

networking among themselves. Once they felt like they have a handle on the game then this 

could help them to recruit clients and to also get noticed by the partners at the accounting firm. 

While doing research | did discover an article that had some suggestions for overcoming the Old 

Boys Network but there was one in particular that | personally didn’t agree with their 

suggestion. Their suggestion was that if a woman heard that her fellow male employees were 

going to a strip club to have drinks with clients that she was to call the wives of the male 

employees and tell the wives what they were really doing for the evening. | personally felt like  



this particular action would get a woman black balled inside of her company and then she 

would not be able to get into any leadership positions after that. 

In Australia and New Zealand it was mentioned that stereotypes were reasons that 

women aren’t being promoted to partner in accounting firms. When the word stereotype was 

used it actually was about how a woman acted at the accounting firm. Women feel the need to 

adopt masculine traits in the accounting profession and the reason they feel the need to do this 

is they feel like they won't get promoted if they don’t have traits that men have. It is felt in the 

accounting profession that women aren’t considered to have leadership characteristics; for 

example some leadership characteristics are being assertive, competitive, and forceful. Men 

and women need to educated that this stereotype just isn’t true; women don’t need to act like 

someone they are not to get promoted. Women still have good qualities and characteristics to 

contribute to senior positions in accounting firms. The characteristics and qualities that are not 

valued, or inhibited, and considered insignificant in leadership positions are the same ones that 

are essential for making accounting firms more responsive to human needs. If a woman 

genuinely has the same traits as a man then she is considered too ambitious or even hard to 

work with so the same traits that show a man has leadership potential doesn’t work for a 

female. Then the accounting firms need to show that they support all of their employees even 

though the employees may not show traits that is associated with their sex. The accounting 

firm’s employees and even partners also need to be educated on indirect gender bias so they 

are more aware of their behaviors toward employees. This raised awareness of indirect gender 

bias may show women that they don’t need to adopt masculine traits to be successful in the 

accounting profession.  



Analysis 

In the United States, Australia, and New Zealand the accounting profession was 

considered to be a male dominated profession but as time went by more women started 

entering this profession. Now women make up half of the workforce in accounting firms but 

the percentage of women partners in all three countries are only in the teens; in the United 

States only 17.1 percent of women were partners, in New Zealand 19.6 percent of women were 

partners, and in Australia 15.1 percent of women were partners in accounting firms. 

Also in all three of these countries there are several laws that are supposed to prevent 

sexual discrimination. There are laws that are to prevent employers from discriminating against 

basic rights such as discriminating because of race, color, religion, sex, or national origin. These 

countries also have laws that state that an employer won’t discriminate against a woman just 

because she is pregnant and that she can return to the same position she had before she left on 

maternity leave. There is another law that is supposed to prevent a wage gap between women 

and men who work in the same position. 

The process for becoming a partner in an accounting firm was the same for all three 

countries as well. It takes someone between 10 to 12 years to become a partner and the part 

of the reason that this process takes so long is because someone has to get promoted through 

the different ranks at an accounting firm. Once someone is promoted to partner then typically 

they invest their own money into the accounting firm and then after investing their own money 

they will receive an increase in their salary and after retirement will receive dividends from the 

company.  



There are numerous reasons why women aren’t getting promoted to partner status in 

accounting firms and some reasons are the same for the United States, New Zealand, and 

Australia. Women taking time off to have children can keep them from being promoted and 

this reason was the same in all three countries. In some situations after having children some 

women decide not to go back to work at all or women will come back but only on a part time 

basis. Another complaint that women had for not being promoted to partner in accounting 

firms is because of the Old Boys Network. It can be difficult for women to break through these 

Old Boys Networks especially when men will go out of their way to exclude women from 

activities outside of work. Women not having any mentors can keep them from being 

promoted. Women are more successful when they have mentors since mentors will push them 

to take new job opportunities inside of the accounting firm. When women have women 

mentors then they can discuss how to break through the glass ceiling or how the mentors 

balance their work life with their personal life. Lack of confidence was another reason women 

aren’t being promoted to partners in accounting firms in Australia and the United States. When 

women aren’t confident then they don’t get noticed by the current partners in the accounting 

firms and they also need to show confidence when dealing with clients and other employees. 

In some cases women feel that the only way for them to succeed in accounting firms is to adopt 

masculine traits which actually have the opposite reaction from partners of accounting firms. 

When women adopt these traits they are considered too hard to work with or too ambitious. 

In Australia women would hesitate to invest their own money into an accounting firm if they 

received the offer to become partner so this is another reason why not very many women are 

becoming partners. The queen bee syndrome in New Zealand also keeps women from being  



promoted to partners. The queen bee syndrome is when one woman in a leadership will not 

help other woman to attain a leadership position. 

There are a number of different ways to increase the number of women partners in 

accounting firms. Offering a mentor program to women can help to boost the numbers of 

women partners in accounting firms since women are typically more successful when they have 

a support system. Also offering a flexible schedule or a program for mothers who wants to be a 

part time partner can help to increase the number of women partners. This will help mothers 

to balance their work life with their personal life. Increasing a woman’s confidence level can 

help them to achieve partner status in an accounting firm and this can be done by offering 

them training in business management skills. Women can break through the Old Boy’s Network 

to help them become partners in accounting firms. Women can start their own groups or bond 

with potential clients and current partners over lunch or coffee. Also offering education and 

support to the women that feel like they have to adopt masculine traits can also help more 

women to become partners in accounting firms. 

Conclusion 

The glass ceiling is described as an invisible barrier that women and minorities can see 

the elite positions but can’t reach them. The glass ceiling has four distinguishing characteristics 

that describe inequalities to women and minorities. The four characteristics are a gender or 

racial difference that cannot be explained by characteristics that are job related to an 

employee, a gender or racial difference that is greater in higher level positions in a company 

than in lower level positions, a gender or racial inequality for chances of advancement into 

higher level positions and the proportion of gender or race at the higher level positions are 
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even, and a gender or racial inequality that can increase throughout someone’s career. By 

using this definition women in accounting still face the barrier of a glass ceiling. The proportion 

of women partners compared to partners that are men are not even close to balancing each 

other out when only 14.1 percent of United States partners in accounting firms are women and 

only 19.1 percent of women in New Zealand are partners in accounting firms and 17.1 percent 

of women in Australia are partners in accounting firms. These percentages also show a gender 

inequality that increases over a woman’s career in an accounting firm. Once women reach a 

certain point in their career then it gets harder for them to receive a promotion to become 

partner in accounting firms. They have stereotypes to overcome and in some cases they have 

to overcome the Old Boy Networks that are in accounting firms. Women also have to deal with 

direct gender bias and indirect gender bias and they don’t always have mentors to talk with to 

see how they dealt with the different kind of bias’ they faced in the workplace. 
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