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Titel: Gender inequalities in accounting and auditing businesses – a quantitative study 

 
This quantitative study conducted by two students at Umeå University, studies if there 

are gender differences when it comes to salary and top positions in the accounting and 

auditing industry in Sweden. Previous studies have found that these differences, or gaps 

can relate to the glass ceiling theory. This theory is considered a phenomenon and a 

metephor wherein women can see through the glass to those top levels of the career 

ladder, but are unable to reach them as there is a ceiling, a gap, to prevent that from 

happening. Sweden is one of the most gender balanced countries in the world, but 

despite that the wage equality for similar work in Sweden is 74%. Since women with 

children work more often than men part-time, this leads to a less positive career, wage 

development and a poor pension for women.  

We analyzed previous studies to understand that the glass ceiling theory involved not 

only salary but also position inequalities based on gender. This information was used to 

create surveys which we sent electronically (via email) to auditors and accountants all 

over Sweden. This thesis is based on analysis of the survey and annual reports from 

2017.  

Our results show that there are differences between gender when it comes to wages 

throughout the career ladder. Men have higher wages than women in the same positions. 

This applies to both office-level and up to executive positions. Differences in salaries 

between men and women also apply to both authorized and approved auditors when 

men have the higher average salary. That is also the same among those who had other 

leadership positions and among those who had a support function. We could not show 

major differences in top positions between genders. Most positions are gender balanced, 

which means that they are between 40-60%, except for at the CEO and partner level 

which is mostly men and the accounting manager position which is represented only by 

women. Our results show that there is gender-based inequality in salary but not in 

position; therefore, the glass ceiling theory is not currently in effect. This is important 

research as it not only expands knowledge of glass ceiling theory but also into the 

accounting and auditing fields. It found areas for improvement for both theoretical and 

practical use. We finish the thesis by referring to recommendations for future studies, 

such as focusing on lower levels and more accounting economics, authorised 

consultants, etc. 
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1 Introductory chapter  
 

 

In this chapter we describe the problem background, both practical and theoretical, 

which leads to a problem formulation in the form of our research question. Then we 

assess the purpose of the study, the delianations we have chosen to use and the key 

concepts. 

 

 

1.1 Problem background  

 
There is a known difference between male and female employees in many fields in 

Sweden with regards to the number of employees, positions, salaries and more. This 

difference is not always representative of the population changes either. Since 1845, 

Sweden has been moving toward equality for the genders in terms of equal rights in 

inheritance, engagement in business,  access to education, decisions regarding income, 

voting rights and representation in parliament and government. As late as 1989, all 

professions became open to women, but there are still ways to go (Statistics Sweden 

[SCB], 2016, pp. 5-9). With a look at the latest of the biennial statistics gathered in 

Women and men in Sweden 2016, there are still many situations where women and men 

were treated unequally (SCB, 2016). The current study looks into the differences 

between genders in the accounting and auditing fields in Sweden with a glass ceiling 

theoretical perspective. 

 

1.1.1 Practical background 
 

Differences between men and women are a global societal problem that is not only 

noted in Sweden, but worldwide. Global Gender Gap Report (GAP) is a framework for 

capturing the magnitude of gender-based disparities and tracking their progress over 

time, using an index. In the latest report from 2017, they described the importance of 

women's talent as being part of the evolution. 

 

"As the world moves from capitalism into the era of talentism, 
competitiveness on a national and on a business level will be decided more 
than ever before by the innovative capacity of a country or a company. In 
this new context, the integration of women into the talent pool becomes a 

must" (GAP, 2017, p. V). 

 

This pointed out that every individual counts. It's not a question about men or women, 

but about human beings and everyone should have the same opportunity to shape the 

future. The 2017 edition of the GAP benchmarked 144 countries on their progress 

towards gender parity. The index used a scale from 0 (imparity) to 1 (parity). Sweden 

had a score of  0,816 which gives a rank of 5 of the most gendered countries in the 

world. (GAP, 2017, p. 308). The report pointed out that, with the continued spreading of 

gender gap among economics globally, it would take about 217 years before the gap 
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closes but then later pointed out that it could just as well be 13 years due to fluctuations 

due to a peak in 2013 and then a return to 2008 gap levels in 2017. The fluctuations 

were considered to be related to education. (GAP, 2017, p. 25).  

 

The GAP (2017, p. 308) also said that wage equality for similar work in Sweden is 

74%, which means women received 74 SEK to every 100 SEK a man received. There 

are many different explanations for the pay gap between women and men. It could 

partly be explained by differences in work experience, age, profession, sector, and 

position. However, it seems that some of them have more to do with gender. (Sweden, 

2018). The Discrimination Act (Sw.: Diskrimineringslag) (SFS 2008:567) stated that 

employers and employees should work actively for equal pay for equal work, as well as 

promote equal opportunity for women and men to receive a pay raise. 
 

In Sweden, every tenth man and every third woman works part-time. There are several 

reasons for that. The major reason is that there is not enough full-time employment for 

everyone. For women, the second most common reason is childcare, and the third 

reason is the caring for an elderly relative. Since women with children work more often 

than men part-time, this leads to a less positive career, wage development and a poor 

pension for women. An example of this is if a woman, after taking parental leave, 

during a 10-year period works 50% and the following 10 years works 75%, she would 

only get 71% of what she was to receive if she had worked full time. (Sweden, 2018).  

Parents in Sweden get parental benefits from the Försäkringskassan. This is money you 

earn to be home taking care of the child instead of working, studying or seeking work. 

(Försäkringskassan, 2018a). Equality opportunity bonus was paid to parents in Sweden 

where both took more than 60 days reserved for each of them. This bonus was a 

reimbursement that was in 2008-2017. (Försäkringskassan, 2018b) In 2018 the rules 

changed and instead an extra month was reserved for each parent. This meant that one 

parent could not give away 90 of the 240 reserved days to the other parent. (Sveriges 

Riksdag, n.d) This shows that Sweden moves towards a more equal society where the 

differences between women and men are important when it comes to the total annual 

income. 

The average salary for the entire labor market in Sweden is 32 800 SEK. It differs 100 

000 SEK between the highest and the lowest salary. The highest average salary belongs 

to managers in banking, finance and insuranceis with 120 400 SEK. In the bottom we 

find market researcher and interviewer with an average salary of 19 400 SEK. (SCB, 

2017a) Some professions above average wages are those in the audit and accounting 

business. Economics and finance managers have an average salary of 69 800 SEK. 

Auditors, etc., have 42 400 SEK in monthly salary, and in the group including 

accountants, accounting consultants, etc. with average salary 34 200 SEK, which also 

exceed the average salary. (SCB, 2017b) This thesis will focus on the audit and 

accounting industry, when we find it an interesting industry to investigate. 

 

1.1.1.1 Laws for change 

 

The influence of several studies spread attention and new ways of thinking about gender 

equality across Sweden (Blomberg et al., 2013. pp. 7-9; Dahlström et al., 1962; Moberg, 

1961). With this popularity, society as a whole changed as evidenced by the creation of 
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and changes of laws. Many new laws were created in Sweden for the benefit of gender 

equality. Some of those which had a significant role for the workplace are: 

  

1980 The law about equality between men and women in work life (Sw.: Lag om 

jämställdhet mellan kvinnor och män i arbetslivet) (SFS 1979:1118).  
 

1992 Equality Opportunities Act (Sw.: Jämställdhetslagen) (SFS 1991:433). Replaces 

the law from 1980. It contained that the employers had to make it easier for all the 

employees, regardless of gender, to combine parenthood and employment (SFS 

1991:433, 5 §).  
 

2009 Discrimination Act (Sw.: Diskrimineringslag) (SFS 2008:567) replaces Equality 

Opportunities Act. 
  

2017 Law of changes in the Discriminations Act (Sw.: Lag om ändring i 

diskrimineringslagen (SFS 2008:567)) (SFS 2016:828). Employers have a responsibility 

to detect, remedy, and prevent unreasonable differences in salaries among men and 

women. Every year they have to investigate if any group of people with the same duties 

has equal pay. (SFS 2016:828, Ch 3, 8 §).  

 

2017 Law about changes in the Annual accounting (Sw.: Lag (2016:947) om ändring i 

årsredovisningslagen (1995: 1554) (SFS 2016:947).  

 

It was an important European Union (EU) directive that resulted in a law governing 

change to the Annual Accounts Act. Companies and nonprofit organizations that meet 2 

of the limit values of 250 employees, SEK 175 million in balance sheet total and SEK 

350 million net sales are affected by the new legislative amendment. This means that 

they have to maintain an annual sustainability report, which is sometimes included at 

the end of the annual report or published separately on its own, where non-financial 

information is available in four areas: environment, social conditions and staff, respect 

for human rights and anti-corruption. In the non-financial section of the sustainability 

report, information about staff and social conditions is to be provided. (FAR, 2017, p. 3; 

Nyckeltalsinstitutets Årsrapport, 2017). For example, information about the gender 

distribution among senior executives is requested (Nyckeltalsinstitutets Årsrapport, 

2017). As we see it, this proves that the gender distribution of senior positions is of 

great importance to Swedish society because it is specifically requested information. In 

this thesis we analyse rapports and non-financial information to study the distribution 

between men and women in top positions in Sweden. For more information about the 

laws and historical moments that have played an important role in Sweden in the gender 

discussions, see Appendix 1 - Societal changes and relevance. 

 

1.1.1.2 Swedish workplace 

 

Sweden is one of the most gender balanced countries in the world (GAP, 2017, p. 8; 

PWC, 2017). To give an overview of the Swedish working population, 80% of women 

and 84% of men work (GAP, 2017, p. 308; SCB, 2016, p. 49). In 2014, professions 

dominated by women consisted of 93% women and those dominated by men consisted 

of 1% women (SCB, 2016, p. 58). There is a high level of working population among 

both genders and both sides of gender dominated professions are quite extreme. Of 

special interest is the labor market for accountants and auditors due to their existence in 
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most companies both within Sweden and globally. The most gender balanced 

professions, according to SCB (2016, p. 58), had a 40-60% gender balance and included 

retailers, cooks, store managers and highschool teachers. Though SCB (2016, p. 59) did 

not list accountants and auditors as within the balanced range, they did state later on that 

"in all sectors except for two, education and finance business and business services, 

gender distribution is uneven." This mention of the financial sector indicated accounting 

and auditing fields as well. With that said, these proportions were inclusive of all 

positions and did not look at the differences in gender balance for low, medium and 

high levels in the career ladder for accounting and auditing fields.  

 

Also of special interest is the gender differences among upper management. In recent 

years, a lot has happened regarding gender distribution in boards and management in 

Sweden. In the board and management of state owned companies, both wholly and 

partly owend, we can see that in 2002 only 13% of the chairmen and 12% of the CEOs 

were women. When we then look at the 2015 figures, it changed to 45% respectively 

32% for women as chairman and CEOs. (SCB, 2016, p. 93) That is a huge step for a 

more equal gender distribution. In comparison of the private and public sectors in 

Sweden, women have greater responsibility in the public, that is, within the state, 

municipalities and county councils. There was a distribution of 62% female managers in 

the public sector while there was only 30% in the private sector sector as we can see in 

Figure 1. (SCB, 2016, p. 99). Among listed companies, those on an official stock 

exchange, there was a very big difference in gender distribution. In the 2015 statistics 

on the board and management of listed companies, there was a gap to close before it can 

become evenly gendered. Only 5% of the chairmen  and 6% of the CEOs were women. 

(SCB, 2016, p. 98). 
 

   

 
Figure 1. Distribution of executive positions in the private and public sectors. 
Source: SCB (2016). 

 

While looking at statistics at the gender distribution in the auditing sector, we see that 

this trend is evident even in the areas where there were twice as many male auditors 

(Revisorsinspektionen, 2018). In this study we investigate the gender distribution in 

accounting and auditing companies. There are several studies that showed this trend of 

underrepresentation of females among bosses in the auditing field (Jonnergård et al., 

2010, p. 722; Månsson et al., 2013, pp. 573-574, 578).  
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The annual report from the newspaper Balance (2018, p. 21) showed that gender 

distribution in auditing companies is on the rise towards their goal of equality within 10 

years. They compared the 7 largest auditing firms in Sweden shown in Table 1, and 

according to their statistics, they had an average of 23% female partners, which was 2 

percentage points more than the year before. In the top, Grant Thornton had 28% and 

Mazaars with 26% was in second place. Deloitte came close after with 24% female 

partners. On the boards of these 7 largest agencies, 35% women was the average. EY 

was at the top with its 57% female members. PwC followed directly after with 50%. 

Management groups and other executive groups had an average of 43% women and 

thus achieved equality among joint owners in both groups. Mazaars management team 

consisted of 71% women and Grant Thornton had 63%. In the group of other managers, 

Grant Thornton was highest with 55%, the second place was shared by BDO and 

Mazaars by 50%. 

 

Table 1: Equality in the seven largest auditing firms in Sweden.  
The percentages shown were the proportion of women. Source: Balance (2018).  

Equality in the seven largest auditing firms in Sweden 
Agency Partner Board Management CEO Other Managers 

BDO 16% 17% 43% Male 50% 

Deloitte 24% 30% 40% Male 29% 
EY 21% 57% 21% Male 43% 

Grant Thornton 28% 29% 63% Female 55% 
KPMG 22% 33% 38% Male 26% 
Mazaars 26% 29% 71% Female 50% 
PwC 21% 50% 22% Male 47% 
Averages 23% 35% 43% 2 of 7 43% 

 

Money and job position go hand in hand which means the wages are especially 

interesting for our study. The GAP report said that wage equality for similar work in 

Sweden was 74% (GAP, 2017, p. 308). Generally, the majority of professions averaged 

higher wages for men than women. This held for the top ten sectors, sectors dominated 

by women or men, across sectors that demanded higher education and for private versus 

public sectors. (SCB, 2016, pp. 65-71). Swedish female auditors also had less pay 

compared to males (Jonnergård et al., 2010, p. 723). We hoped to learn if there is 

currently a difference in wages due to genders among those with the same position.  

 

1.1.2 Theoretical background  
 

To better understand what we are looking for, it is wise to know the theories behind 

gender discrimination. Several theories are used in explaining why gender bias exists 

and why it exists in labor markets,  specific industries, settings or situations. The most 

relevant theory that we found to describe gender discrimination is the glass ceiling 

theory, especially in the field of accounting and auditing. This theory deals with the 

barriers or difficulties women have to advance in their carieer. Women are able to see 

through the glass to the top rungs but are unable to reach them. There are multiple 

reasons for this. (Barreto et al., 2009, p. 5). Cotter et al. (2009) found in their study that 

there are 4 criteria that explaine the glass ceiling. Among other things, they found that 

the discrimination grows with the hierachy and that there is gender inequality in the 
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chance for advancement into higher positions. In depth explanations about the criteria 

are given in the theoretical framework chapter. 

 

The glass ceiling theory is used in previous studies, where the definition of the theory is 

compared to statistical results. Albrecht et al. (2003) found that there is proof that the 

glass ceiling exists in Sweden. They studied wages and found out that there is a gender 

gap at each percentile in the wage distribution.  To delineate that, Löfström (2012) 

reported a link to the glass ceiling among Swedish economists. Further narrowed down 

is Månsson et al.'s (2013) work which uses data from 2003, and found that among 

Swedish auditors there is also a glass ceiling. While our study is similar to Månsson et 

al.’s (2013), we differentiated ourselves with updated data and variance in analysis. 

Variance in analysis is due to various factors such as their restriction to only auditors 

while we include accounting, a difference in data available, and type of regression run 

for said data being different. The circumstances for our research is not the same as theirs 

and therefore it would not be appropriate to follow their footsteps in exactness.  

 

There are also studies that say that the glass ceiling theory is incorrect. Eagly & Carli 

(2007) is one such study. Their understanding of the glass ceiling metephor is different 

from the other studies which is what disproved it in their case. They thought that the 

glass ceiling methaphor is incorrect because there have been female university 

presidents, state governors, chief executives and presidents of nations. They also say 

that men and women don't have the same  access to entry- and midlevel positions. 

Women in their opinion, don't get turned away when they reach the top, they have 

instead disappeared in various numbers at many points leading up the career ladder. 

That is why they would rather call it a labyrinth of leadership. Another study which 

disagreed with the glass ceiling is by Zeng (2009), which describes the glass ceilig as an 

unbreakable obstacle to the upper echealon levels of the career ladder. He found that 

disadvantages at lower and midlevel positions are greater than at upper levels, thus 

disproving the glass ceiling. More on these opposing papers is in the chapter on earlier 

studies. 

 

1.2 Research problem   
 

Accounting and auditing is a highly paid industry. It is also an industry where high 

education is required to get titles as an authorized auditor, controller etc. There is a clear 

career ladder throughout the industry. However, there is a clear difference in gender 

differences in top positions in, for example, listed companies, where there are hardly 

any female managers in the posts. 

 

The glass ceiling deals with the career ladder. The hypothetical assumptions are based 

on the presumption that other explainatory variables which excused discrepancies 

between gender are not an issue. It is important to update research. Proof of the glass 

ceiling was found earlier in research and since Swedish society strives to constantly 

improve gender equality, it is good to research the changes, if any, that occured 

(Albrecht et al., 2003; Löfström, 2012; Månsson et al., 2013; SCB, 2016).  

 

There are only 30% of the number of approved auditors and 34% of the authorized 

auditors that are female according to Swedish Inspectorate of Auditors (Sw.: 

Revisorsinspektionen) in 2018 (Revisorsinspektionen, 2018a). The larger number of 
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auditors are male and therefore we are interested to see how the proportion of men to 

women look in the leadership positions in order to compare it to the glass ceiling theory.  

Since the majority of auditors are male, it is of course those who have a greater chance 

of getting a promotion. We will not only compare the distribution of the leadership 

positions, but also the wage distribution between women and men who are on the same 

items. In addition, we see this profession as our future work and therefor have a special 

interest in this area. 

 

1.2.1 Research question 
 

The current study's research question is designed to investigate whether a link to the 

glass ceiling theory can be found in practice at Swedish accounting and auditing 

agencies. Therefore, the problem formulation is:  

 

In Sweden, is there gender differences in the audit- and accounting industries that can 

be compared to the glass ceiling theory? 

 

1.3 Thesis purpose  
 

Gender distribution in society and in the workplace is a current social problem to 

address. We feel that we want to contribute to the development of a more equal society 

where women and men feel equally appreciated and needed. As we, as authors, are 

women and hopefully future auditors, we have a vested interest in investigating what to 

expect when we get into work life. Since the upper management in auditing agancies 

has previously been found to be male dominated industry (Jonnergård et al., 2010; 

Månsson et al., 2013; SCB, 2016), we feel it is important to highlight how the gender 

equality looks at workplaces around the country today. With gender equality we mean 

equal salary for equal duties, but also that equality falls within a 40-60% range, not 

strictly 50/50 in the number of managerial positions and distribution of men and women 

in the workplace.  

 

Over the last 3-4 decades, more and more women have been attracted to financial 

education. This has led to the fact that the economic sector has become more gender-

balanced. (Löfström, 2012, p.6). Economics is a general profession, but it also holds 

specialties. Some of the specialties of an economist is accounting and auditing, which 

leads to the groups we will study. The economic sector has many practitioners and is 

found in all types of companies around the world both in private and public sectors. It is 

possible to make a career in the industry and usually has a clear career ladder. Of all 

academic professions, the economics also accounts for the greatest wage spread of all. 

(Löfström, 2012, p.6). We want to study if gender equality exists in the Swedish audit 

and accounting industries in terms of salary and advancement in career. We will use the 

theory of the glass ceiling to guide or analysis of the findings. 

 

1.3.1 Relevance 
 

There are earlier studies that point to diversity as valuable to the company. When there 

is diversity in the workplace, it builds a great reputaion for the company. This leads to 

increased profitability and opportunities for the workers. When a workplace is more 

diverse and inclusive that helps with being more innovative and to better understand the 
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customer’s needs. There should be diverity in experiences, cultures, genders, age and 

also perspectives. (Walter, 2014) 
  
The purpose of the study is relevant to any person in the world who is currently, or may 

in the future, work with accounting or auditing either directly or indirectly. We hope 

that this study gives information about gender bias and accountants or auditors that may 

be utilised in some way. This could be used by other researchers who may replicate or 

build upon this study or by the community or government when they are working to 

enable gender equality. As this profession is very important for the business world and 

Sweden's economy in general, we want this profession to attract both men and women 

equally. It is also interesting to know if we can find any differences in salary and top 

possitions among accountants and auditors in Sweden and in that case, compare them to 

the glass ceiling even though Sweden is in the top five of gender balanced countries in 

the world. The purpose is also personally relevant as the authors are two women in the 

accounting and auditing field in Sweden. 

  

1.4 Delineations  
 

• Our study is limited to audit- and accounting agencies in Sweden where we will 

send out a survey. According to SCB (2007), these companies are licensed under 

Standard Industry Classification (SNI) Code 69.201, 69.202 and 69.203.  
 

• We will also analyse the 2017 annual and sustainability reports from auditing 

and accounting firms in Sweden. In order for us to get useful information from 

these reports, companies must have followed the new law introduced in 2017 

(SFS 2016:947) to report the distribution of women and men in the senior 

management posts. We therefore are going to study companies that had, for both 

of the most recent two fiscal years, more than one of the following criterias:  

 

An average of employees > 250 
Balance sheet total > 175 MSEK 
Net sales of > 350 MSEK 

(FAR, 2017) 

 

• Only the 2017 annual reports and sustainability reports filed with Retriever, 

allabolag.se or listed on company websites are utilized.  

 

1.5 Key concepts  
 

Auditors and accountants 

The duties are different for an authorized auditor and an authorized accounting 

consultant. An authorized or approved auditor has been designated by the owners of the 

company to review the company's accounts, annual accounts and management. They 

report the results of the audit through their audit report, which is published through the 

annual report. (Bolagsverket, 2016). In Sweden, the title of an authorised auditor is 

protected. A practical and theoretical 8-year education is required to become an 

authorized auditor. During practice, you work as an assistant or consultant next to an 

authorized or approved auditor. (Revisorsinspektionen, 2018b). It is the Swedish 

Supervisory Board of Public Accountants that decides who is an authorized or approved 
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auditor by an auditor exam. They also decide if the company is a registered public 

accounting firm. There are some regulations to become a public accounting firm. The 

accounting firm must not be declared bankrupt or in liquidation. It must be a Swedish 

company carrying out auditing and it also has to meet the requirements of the 

Accountants Act. The name of the principally responsible auditor must be registered 

with Bolagsverket. (Bolagsverket, 2015).  

 

An authorized accounting consultant helps the customer throughout the year, including 

payroll, billing and accounting. The consultant also helps the company with 

consultation and advice. (Bolagsverket, 2016). If you work as an accountant or 

accounting consultant, there is an opportunity to become an authorized accounting 

consultant or certified accountant. After the formal education requirement and 3 years 

of experience in the profession, an authorization exam is performend and approved by 

SRF Konsulterna. After that you will get a certification.  You can also complete the 

degree without the formal education requirements if you have 8 years of experience in 

the profession. (SRF, 2018). 

 

Discrimination 
If you are treated worse than anyone else would have been treated in a similar situation 

as yours, it is called direct discrimination. There are seven grounds for discrimination 

according to the Discrimination Ombudsman: gender, gender identity or expression, 

ethnicity, religion or other beliefs, disability, sexual orientation, and age. For it to be 

considered discrimination, the way in which you are treated must be linked to any of the 

above grounds for discrimination. In addition to direct discrimination, there is indirect 

discrimination, such as a lack of availability, harassment, sexual harassment and 

instructions to discriminate. (DO, 2018). 

 
Gender based or gender balanced 

Men and women should have an equal opportunity to shape society and their own lives. 

Areas of gender equality include issues such as economics, work, power, influence, 

health, education, and physical integrity. (Regeringen, 2018) If an occupation has 

between 40-60%  women or men is called gender-based or gender-balanced (SOU, 

2004, pp. 41-42). 

 

Segregated or gender segregated 

According to an SOU report (2004), the current gender segregation can be divided into 

3 different dimensions. The most commonly encountered in the general discussion is the 

horizontal segregation. This is where men and women have different occupations, work 

in different sectors, have different employers and/or at different workplaces. Another 

dimension is the internal segregation. This is when men and women working in the 

same workplace have the same occupation but are assigned different duties. It may also 

be that they have chosen different fields of specialization or specialization in their work, 

which means that their practice in the profession is separated. The last dimension is 

called vertical gender segregation and it is further detailed in section 2.2.5 Vertical 

gender segregation. It is hard to see the difference in segregation between other 

countries. It depends on how segregation is defined. The definition of the word 

segregation varies, but it is common to classify occupations, or work areas, as gender 

segregated if there are more than 60% women or men. (SOU, 2004, pp. 41-42). 
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2 Theoretical frame of reference chapter  

 

This chapter describes and explains previous research and theories linked with the two 

areas of interest: glass ceiling and auditing and accounting. To explain the glass 

ceiling, its origin and definitions are described. We also mention opponents of this 

theory. This is followed by review of previous studies that leads to the conclusion that 

the glass ceiling can be understood as narrow with 4 strict criteria or broad with many 

variables used to explain its barriers. These conclusions are then used to formulate 

hypotheses for later testing. 

 

 

2.1 Glass ceiling theory 
 

The phrase, glass ceiling, was used for the very first time by Marilyn Loden during a 

speech at a conference in 1978. Loden was asked to join a discussion panel about 

women´s advancement. This panel was part of a larger ”Women at Work Exposition” in 

Manhattan. Lodan was the last speaker to present, which gave her the opportunity to 

listen to the other speakers before her. The others focused on topics like womens poor 

self-image and that women restricted their own career opportunities because of low self-

esteem. As a professional woman manager, her experiences and observations didn´t 

align with their comments. In her speech she stated that self-esteem might be an issue to 

some, but that there was something else that had a greater impact in women’s career 

aspirations. It was the barriers to advancement, the “invisible glass ceiling”, and it was 

organizational, not personal. (Loden, 2008). 

 

An important appearance, and widely cited source, of the glass ceiling occured in an 

article in The Wall Street Journal (Hymowitz & Schellhardt, 1986). This article helped 

make the term popular (Barreto et al., 2009, p. 5). In a federal report from 1995 they 

describe the glass ceiling as ”The existence of invisible, artificial barriers blocking 

women and minorities from advancing up the corporate ladder to management and 

executive level positions,” (U.S. Glass Ceiling Commission, 1995). 

 

The glass ceiling theory is considered a phenomenon and a metephor wherein women 

can see through the glass to those top levels of the career ladder, but are unable to reach 

them as there is a ceiling, a gap, to prevent that from happening. The barrier could be 

made up of multiple reasons or theories but they all must relate to the prevention of 

women, or any minority, from ataining the highest levels in a career. (Barreto et al., 

2009, p. 5).  

 

Usually, saying that a company has a glass ceiling is like saying that their upper echelon 

is dominated by men (Barreto et al, 2009, p. 5). How this happens is through any form 

of gender inequality, thus why many theories relate to the glass ceiling. Stereotyping, 

the glass cliff, glass walls and dead end sectors among many more reasons are all 

explainations for a glass ceiling in a company. Glass walls, for example, is considered 

related to the dead end sectors as they both reflect women ending up in job sectors 

without senior positions. (Barreto et al., 2009, p.6). Due to the simplicity of the glass 

ceiling, interpretation is left very open with room for understanding it from different 

view points. 
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There is a scientific article from 2001 that investigated the glass ceiling theory. The 

authors point out that not all inequalities need to be defined as glass ceilings. For them 

the glass ceiling is ”a specific type of gender or racial inequality that can be 

distinguished from other types of inequality” (Cotter et al., 2001, p.656). In their 

investigations they look at levels of authority, positions in corporate hierarchy, earnings 

and occupation in the U.S.A. In their findings the authors identify four criteria that 

might be used in order to draw conclusions that the theory exists (Cotter et al., 2001, 

p.656).  

The first critera is a gender or racial difference that can only be explained by the 

employee, not by job-relevant characteristics such as achievements or qualifications. 

That means that at first controlling for experience, education, motivation, abilities and 

other job-relevant characteristics. Then the glass ceiling is a measure of the residual 

differences due to race or gender. There are disagreements about what counts as job-

related criteria. Some believe family-related criteria do not belong to discrimination 

issues. Others disagree as they consider that having a family affects their career and 

productivity and absolutely believe that they should be controlled. (Cotter et al., 2001, 

pp. 656-657).  

 

The second criteria tells that there is a higher gender gap in higher positions than in 

lower levels. The discrimination grows with hierarchy. (Cotter et al., 2001, pp. 658-

659).  The third and the fourth criteria are closely related. The third says that there is a 

gender inequality in the chances of advancements into higher posisitions in the 

hierarchy. If the pool consists of 100 men and 100 women, there are 20 men and 10 

women promoted to the next level, then the ratio of men in top are 4 men and only 1 

woman. The proper subjects to study this are promotions and raises of income and 

which should measure changes over time. That necessitates longitudinal data, which 

few studies had access to, and is the reason that there aren't many studies that have 

tested for glass ceiling in this manner. (Cotter et al., 2001, pp. 659-660). The fourth and 

last criteria says that inequality increases over the career. There has been an upward 

movement in the past but later in the career something blocks further progress. (Cotter 

et al., 2001, pp. 660-661).  

 

2.1.1 Criticism directed at glass ceiling theory 
 

Not all researchers agree with the glass ceiling theory. Eagly & Carli (2007) consider 

the glass ceiling a singular concrete hindrance at a specific point in the heirarchy, while 

entrance and middle levels are equal across genders. This definition is thus disproven by 

females at the highest levels of the career ladder, inequality at low and midlevel 

positions, and by a variety of hindrances for wormen instead of just one. The metaphor 

of a labyrinth is preferred since it indicates that routes to the top exist while the glass 

ceiling metephor indicates that no routes exist. Neither metephor questions that a 

discrepency in gender representation exists. The labyrinth consists of prejudices, 

resistance to female leadership, issues with leadership style, demands of family life, and 

underinvestment in social capital. Solutions considered include awareness intervention, 

changing of the long-hours norm, reducing subjectivity in performance evaluations, 

using open-recruitment tools, avoiding tokenism, avoiding having a sole female team 

member, improving social capital, preparation for women with appropriately demanding 

assignments, family-friendly human resources, more time for parents to achieve 
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promotion, welcoming women back after leave, and encouragement of male parental 

care. (Eagly & Carli, 2007).  

 

Zeng (2009, p. 314), who also disagrees with the glass ceiling, uses the understanding 

that the glass ceiling should be diferentiated from other forms of discrimination. With 

this idea in mind, Zeng (2009, p. 314), uses the understanding that within the glass 

ceiling, disadvantages exist in reaching the nearest next level in the career ladder. The 

findings state that upward and downward mobility differences explain the pattern of 

disadvantage (Zeng, 2009, pp. 322-323). Since it was found that the studied groups 

experienced less upward mobility compared to white men at the bottom levels but not as 

much as at the mid and top levels, the glass ceiling metephor was not supported (Zeng, 

2009, p. 323). 

 

2.2 Other theories 
 

Other theories are relevant to this thesis as well. This is due to the broad understanding 

of the glass ceiling. Below are theories that are connected to the glass ceiling and to 

hindrance of progression. While studies use various reasonings for gender barriers to 

upper management, they are still barriers to upper management which is what relates 

them to our main theory, the glass ceiling.  

 

Theories on gender bias are interrelated in that they can impact each other and occur 

simultaneiously as each other. Below are theories and barriers used in correlation to the 

glass ceiling. They occur seperate from the glass ceiling as well as perform as 

clarification for each other. An example of this is that stereotyping is sometimes used to 

explain occurances of vertical gender segregation (Hull & Umansky, 1997).  

 

2.2.1 Glass cliff 
 

When women excel past the glass ceiling, they are intensely scruitinized. For feminine 

roles their evaluation is typically positive but not so for masculine roles. An association 

between female boardmembers and poor company performance can be viewed from two 

different angels: one in which women are the cause and the other in which the 

company's poor performance is the cause. If the latter is the case, then women are being 

placed in leadership roles that have high risks and negative consequences. This 

placement of women in precarious positions of leadership is considered the glass cliff. 

(Ryan & Haslam, 2005, pp. 81-83). Ryan & Haslam's (2005) study found that, during 

general financial downtimes and during a company's performance downtimes, women 

are likely to be placed in leadership roles. Because the economy or company is suffering 

a rough time, the position is considered precarious, just like a glass cliff is precarious. 

(Ryan & Haslam, 2005, p. 87). 

 

2.2.2 Dead end sectors 
 

When a sector, occupation, or job does not have career opportunities, it is dead ended. 

Women are associated with such jobs due to these jobs being seen as flexible and 

therefore able to combine with having family responsibilities. Flexibility here means in 

regards to responsibilities, work hours, and ability to work part-time. In Scandinavia,  

the public sector has more such jobs than the private sector and also is more female 

dominated than the private sector. Another reason may be that women are socialized  
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towards care giving jobs or that sexist staffing is ongoing. Either way, there is a higher 

representation of females in dead end sectors than males. (Bihagen & Ohls, 2007, pp. 

161-162). Bihagen & Ohls (2007, p. 166) found that it is this allocation to dead end 

sectors which causes women to have lower career chances than men.  

 

2.2.3 Norms and stereotypes 
 

A norm is something normal, usual, typical or standard. Social or gender norms are 

those standards which society has on behavior in regards to how you act. Here we are 

talking about norms relating to gender, that is, the typical or standard behavior exhibited 

or expected from individuals due to their gender and situation. 

 

Specifically, the male value based norms used in performance evaluation, are seen to 

effect women's performance evaluations negatively. These norms favor stereotypical 

male traits. These were referred to as taken-for granted norms as well. (Jonnergård et 

al., 2009). Being emotional, supportive, warm and cooperative is not only considered to 

be feminine but also powerless while men are cold, competitive, objective and 

aggressive and considered powerful. Setting the standard for promotion as geared 

towards males, rather than neutral, hinders females from being promoted. (Hull & 

Umansky, 1997, p. 510). 

 

2.2.4 Homosocial reproduction 
 

Homosocial reproduction is when you choose individuals similar to yourself for a 

promotion. This can be more than gender, such as race, economic status, age, etc. as 

characteristics but in this case we are focusing on that of gender. (Roberson-Saunder et 

al., 2014, p. 2). This does not only apply to men hiring or promoting men. Women do 

better in female-owned businesses than in male-owned businesses (Roberson-Saunder et 

al., 2014, p. 17). 

 

2.2.5 Vertical gender segregation 
 

Vertical gender segregation is when one gender dominates a higher position than the 

other (Charles, 2003, pp. 269-270) Vertical gender segregation specifically looks at the 

differences between genders along power and occupational levels such as in this thesis 

which is why it is closely linked to the glass ceiling. In almost every country you can 

find gender segregation. For vertical gender segregation, economic and political power 

is in the hands of males. (Longarela, 2017, p. 861; SOU, 2004, pp. 41-42). Rather than a 

continuation of traditional gender roles or lack of networks or women's choice, it is 

likely discrimination that explains counter intuitive vertical gender discrimination in 

Scandinavia where gender-based policies exist. (Longarela, 2017, pp. 863-864).  

 

2.2.6 Sticky floor 
 

Accordning to the Human Resource Management International Digest (HRMID) 

(2017), the sticky floor regards the lower rungs of the career ladder, entry levels and 

low pay positions which women have a difficult time advance above. Not only is this 

the opposite end of the career ladder from the glass ceiling, it is also considered a 
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weaker or softer barrier than the glass ceiling. However, these two theories are not 

mutually exclusive to each other and can occur at the same time. (HRMID, 2017). 

 

2.2.7 Labyrinth 
 

The labyrinth takes into account the entire length of a woman's career. Just like a real 

life labyrinth, there are frustrating twists and turns with dead ends along the way to 

finding your goal of success. It isn't considered as solid as the glass ceiling since it 

indicates a path is always avaialable to eventually reach the goal. (HRMID, 2017).  

 

Carli & Eagly (2016) argue that the labryinth is the best metaphor for the situation 

women find themselves in along the career ladder. They do, however, state that equality 

is still not always achieved at the end of the labyrinth. A huge reason for using this 

metaphor instead of the others is, for them, the more positive influence it has on society.  

It connotes a sense of hope that there is a way out of the descrimination. (Carli & Eagly, 

2016). 

 

2.3 Earlier studies  
 

Karlsson & Svensson's (2016) work in Sweden in the accounting field was a huge 

inspiration to us; however, their magister's thesis was not published in a peer reviewed 

academic journal and therefore we decided not to take their work at face value. Their 

references, some of which we already had in our own list of resources to use, were rich 

in high quality sources of material that aided our research into gender bias in the 

accounting and auditing field. Their references were not our only sources of information 

nor was our study an exact repetition of theirs. We did not aim to replicate their study 

for compairson, either. This being said, we felt it important to credit their work for its 

influence upon our own. 

 

The glass ceiling was used to explain why so few women were at the top levels of 

management. Here we went through those studies in order of delineation, starting with 

works that broadly related to this study and finishing with works that closely related to 

this study. These studies supported the use of the glass ceiling and correlating barriers in 

the current study. Not all researchers agreed with the glass ceiling and therefore we took 

into account a representation of those as well. 

 

President Richard Nixon made a speach in 1971 (referred in Boertlein 2010, p. 293), 

recorded on White House audiotapes and made public through the Freedom of 

Information Act. He would not appoint any women to the U.S Supreme Court and 

expained it like: 

“I don´t think a woman should be in any government job whatsoever… 
mainly because they are erratic. And emotional. Men are erratic and 

emotional, too, but the point is a woman is more likely to be.”  

(Nixon, 1971). 
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It was a different culture then and when such opinions where made in public, women 

had no chance of attaining leadership roles (Eagly & Carli, 2007, p. 2). Kanter (1977) 

wrote in the U.S.A. a case study book that pivoted the perspective on barriers for 

women in management. While this was an older piece, it was imporant to the 

understanding that it was not just one reason but multiple reasons that best explained 

gender bias in firms. Taking a stab at any one reason, theory, or explainatory variable 

won't explain the gender bias, it takes an attack from multiple fronts. This way of 

thinking was continued even to today where theories encompass multiple variables and 

reasonings for gender bias such as with the glass ceiling theory which allowed for a 

broad understanding for the barriers that restricted women in the workplace. 

 

Kanter's (1977, pp. xi-xii) book used data from years of research, multiple surveys, 

several research projects, interviews, and conversations from a company nick-named 

Industrial Supply Corporation as well as data from projects conducted with other 

companies. This data collection led Kanter to concludes that there were three variables 

to explain reasons for gender differences among upper level management. Those 

variables included structure of opportunity, structure of power, and proportional 

distribution of people of different kinds, ie the social composition of peer clusters. 

Nearly all parts of an individual's behaviour and attitude had a relation or connection to 

one or more of the variables. Opportunity structure was determined by promotion rates, 

career paths, challenges and rewards, and skill improvement availability. These were 

important and varied for each individual. The power structure was the ability for a 

person to act within the barriers of the organization's system which were determined by 

both the formal characteristics of the job and the informal alliances made on the job. 

Relative numbers, or proportions, refered to the proportions of peer clusters in the same 

situation. (Kanter, 1977, pp. 245-249).  

 

Whether or not there is a glass ceiling in Sweden was the first point of interest. To 

indicate this, there needed to be evidence that at low and medium level positions women 

and men had relatively equal pay and representation but at higher level positions there 

were fewer women and those women were paid less than the men of similar positions. 

Not only this but reasonable excuses for this difference would need to be lacking. That 

was just what Albrecht et al. (2003, pp. 171-173) found in their study.  

 

Albrecht et al. (2003, pp. 147-149) looked at data across many industries from 1968 -

1998 to study gender wage gap in Sweden. Their primary data was based on a random 

sample of three hundered thousand people of all ages. This showed the gap between 

genders at each percentile in the wage distribution. This distribution was described as 

increasing throughout and accelerated at the upper end. That meant that at lower wages 

there was still a gap but it was less pronounced than at higher wages where the gap was 

significantly broad. Their study found that the initial shape and form of the gender wage 

distribution remained the same even after use of control variables. (Albrecht et al., 

2003) This was a significant show of correlation to glass ceiling as it was not enough to 

only have numbers to show there is not equality between genders, but that there was 

still a difference even after removal of reasonable excuses in the form of explanatory 

variables (Barreto et al., 2009, pp. 15-17). According to their findings, their biggest 

influence was occupation; however, even after controling for that and the other 

covariants, there was still a confirmed glass ceiling effect (Albrecht et al., 2003). 
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To begin delineation, we looked at Löfström´s (2012) study that also dealt with the 

glass ceiling in Sweden and specified all the economic professions such as controller, 

auditor, accountant, teacher, marketing director, analyst, broker, adviser, seller, finance 

manager etc. In this report about gender inequality, she connected the gender wage gap 

to the glass ceiling. Not only did the report look at internal gender segregation, but also 

at the vertical gender segregation. (Löfström, 2012, pp 7-9) This was studied by 

examining the career ladder based on pay since the titles vary according to the different 

type of economic job (Löfström, 2012, p. 9). The conclusions drawn from this analysis 

were that there were more women than men in the lowest levels of the career ladder and 

fewer women than men in the uppermost levels of the career ladder (Löfström, 2012, p. 

10). She went on to also examine the gender wage gap which displayed an average 

monthly wage of 36,709 SEK for women and 45,399 SEK for men (Löfström, 2012, p. 

12). 

 

Månsson et al. (2013, p. 573) researched Sweden as well, but delineated their research 

to the auditing industry. Their research was to find if there were "systematic differences 

between males and females in the audit industry in terms of the probability of climbing 

the career ladder within a firm" (Månsson et al., 2013, p. 574). Using data from a 2003 

survey, they concluded that there was a gender bias that led to women being promoted 

less frequently. They also found that men were penalised more harshly than women for 

high involvement in childcare and therefor deduced that families chose the path of least 

financial loss which meant that women more often took the penalties of high 

involvement in childcare. (Månsson et al., 2013, pp. 578-581). Their research into 

previous studies showed that several reasons for this gender related difference exists. 

The foremost was the glass ceiling, which has been described above, and the related 

glass cliff, which was when those few women who did break past the glass ceiling 

found themselves on a more fragile footing than male counterparts. Another 

explanation, or barrier, was the disproportionate amount of women in deadend jobs, 

jobs without significant promotion possibilities. Lastly, they pointed out that barriers 

existed even in the lower steps of career ladders. (Månsson et al., 2013, pp. 573-574).  

 

One way to climb the career ladder is through positive performance evaluations which 

can lead to promotions. Gender bias in performance evaluations was what Jonnegård et 

al. (2010, p. 724) studied in their research in the field of swedish auditors. Theories they 

named as relevant to this phenomena were homosocial reproduction and taken-for-

granted norms, (Jonnergård et al., 2010, pp. 722-727, 737-738). While the performance 

evaluation itself was not of interest for our study, that it was also a barrier based on 

gender, like in a glass ceiling, was relevant as a link to why women were not promoted 

to the upper echelon of mangement. 

 

They found in the descriptive statistics from their surveys that "fewer women auditors 

than men are managers, partners and specialists. The women hold significantly lower 

positions than the men" (Jonnergård et al., 2010, p. 731). Findings reveiled that women, 

in contrast to men, referred to how and by whom their work was evaluated while the 

men referred to the criteria of their evaluations. This was important as a positive 

correlation was established between understanding the criteria of evaluations and higher 

position in the firm while a negative correlation was established between mentioning 

how and by whom performance evaluations were performed and a higher position in the 

firm. (Jonnergård et al., 2010, pp. 732-735). Dominance of male based values in the 

auditing industry were believed to be a major cause for this since formal and informal 
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structures in the industry were based on male values (Jonnergård et al., 2010, pp. 735, 

738). Of all the reasons they went through in their study, they concluded  male norms, 

not being fairly judged against those norms, and being a good performer (by performer 

they mean knowing the criteria for performance evaluations), were the largest 

influences on the barrier that women faced in the Swedish auditing industry. 

(Jonnergård et al., 2010). 

 

2.4 Discussion and interpretations of earlier studies 
 

The earlier studies either involved relevant theories, gender bias in Sweden, economic 

professions or a combination of those factors; each of which related to the research 

purpose and questions. The Albrecht et al. (2003) study gave evidence and reasoning for 

gender bias in Sweden through the glass ceiling theory which this thesis narrowed down 

into the fields of accounting and auditin. Löfström, (2012), similar to our study, related 

the glass ceiling theory in Sweden to those in the economic professions. While our 

study specifies the accounting and auditing companies, it falls under the heading of 

economic professions. Månsson et al. (2013) assisted in this delineation as their study 

looked directly at the auditing industry, using the glass ceiling theory and its related 

glass cliff. Other invisible barriers against women, such as the dead end sectors theory, 

and disadvantages for women in early career stages theory, from Månsson et al. (2013) 

further supported the basic analogy of a glass ceiling. Månsson et al. (2013)  implied 

that women usually end up in job sectors with no room for growth or promotion when 

discussing dead end sectors theory. They also indicated that it was more difficult for 

women to gain promotions than men even at earlystages of the carrer ladder according 

to the disadvantages for women in early career stages theory (Månsson et al., 2013). 

 

Along these lines, Jonnergård et al. (2010) mentioned several barriers that women faced 

in the Swedish auditing industry. They studied this with a different intention, the 

perception of evaluation bias, and used a different type of survey than we have in this 

study, mostly open ended questions, but nontheless concluded even in evaluations there 

was gender bias with invisible barriers against women (Jonnergård et al., 2010). This 

provided more strength for the glass ceiling. Kanter (1977) is an older source which can 

be argued as irrelevant today but the perspective given was unique and conclusion 

remained valid. The use of individual models did not work; however, using multiple 

factors together did explain a majority of behaviors and attitudes at work and connected 

them to the corporation. (Kanter, 1977). The glass ceiling theory was further supported 

by this as it ecompassed any barriers, multiple explainatory variables, to the reason for 

hindering women from getting leadership roles. Through this support of the glass 

theory, the Kanter research was relevant to this thesis. 

 
We have interpreted the earlier studies as for the most part being open in their use of the 

glass ceiling theory. This is why we did the same. The previous studies showed that a 

gender bias does exists in Sweden which strengthens our need to examine it in closer 

detail. The earlier studies solidifies our position that this is a vital topic to research.  
When the studies we have found are a few years old, it is good to see if there have been 

any changes or if there is still a link to the glass ceiling in accounting and auditing in 

Sweden. 
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2.5 Hypotheses 

 
Hypotheses are assumptions made in an investigation that can be tested, especially 

regarding relationships between variables. “Statistical hypothesis testing means that, 

using information from a random sample, one assesses - tests - hypotheses regarding the 

population,” (Körner & Wahlgren, 1998, p. 122). There are two types of hypotheses, the 

research hypothesis and the alternate hypothesis. Among the research hypotheses there 

are the hypotheses of no difference, of difference, of point-prevalence and of 

association. In both types of hypotheses, the null hypothesis represents no difference. 

(Kumar, 2011, pp. 85-87). The types of hypotheses we used were of association, 

difference and no difference or null hypotheses. 

 

2.5.1 Our hypotheses  
 

In order for us to study whether there is gender differences is wages and positions in the 

Swedish accounting and auditing industries, that could be compared to the glass ceiling 

theory, we formulated the following hypotheses as seen in Table 2. 

 

Table 2: Summary of hypotheses.   

Summary of hypotheses 

HA0: There is not a wage difference between women and men in the Swedish 

accounting and auditing industries 

HA1: There is a wage difference between women and men in the Swedish 

accounting and auditing industries 

  

HB0: There is not a difference in position between women and men in the Swedish 

accounting and auditing industries 

HB1: There is a difference in position between women and men in the Swedish 

accounting and auditing industries 

 

In order to give evidence of a glass ceiling relationship, we need to show that there is a 

gender based difference in the upper echelons of management compared to the lower 

levels and that genders are treated differently, ie unequal pay for equal work, and both 

has to occur while reasonable excuses for this are accounted for. To study our 

hypotheses we use the questions from our survey which are linked with the glass ceiling 

theory. We feel these hypotheses aid us in coming to conclusions for our purpose and 

research question. 
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3 Method chapter 
 

This chapter begins with a discussion about the types of methods available for research 

and a deduction of what type our research should take. The philosophical standings are 

then determined and described along with the type of data collection used. Alternatives 

are discussed and argued with the conclusion that surveys would be used. A critique of 

literature used and of our own understanding is made in order to inform readers of all 

aspects of this study. Then the methods used in our analysis are described, including a 

walk through of the regression models and how they were made as well as pointing out 

that these will be used in conjuncture with descriptive statistics to form a holistic view 

of the data received. The chapter concludes on the important notes of validity and 

reliability which are key ingredients in a thesis. These are explained in order to show 

that we understand and follow those guidelines. 

 

 

3.1 Choice of method and population 
 

There are different ways to classify an investigation; they can be distinguished as 

descriptive or analytical. In every investigation there is a descriptive part. For example, 

a population can give information about age and gender at a special time and in that way 

give information about the size of the population and distribution. In an analytical 

investigation, hypothesis testing is often used. It is common to explain the relationship 

and find the cause and effect. It is also possible to classify an investigation according to 

the different methods used for data collection, these are experimental and non-

experimental investigations. An experimental examination can be characterized by 

repeated attempts. Any number of observations can be made and as many measurements 

as needed may be taken to analyze data. In a non-experimental survey, the first thing is 

to find out what happened and secondly try to investigate further the reason for the 

occurrence. (Körner & Wahlgren, 1998, pp. 9-12). Our study used the descriptive, 

analytical, non-experimental investigation to test hypotheses with a survey to find out 

what was occuring. We were able to provide descriptive results of the survey by 

showing distribution of salaries, age, managerial positions and experience from data 

through our survey. We then analyzed the results to see if there were any differences 

between men and women. We did not try to investigate the reasons for our findings, but 

rather analyzed if the results placed the occurrence within the descriptive parameters of 

the glass ceiling theory. 

The purpose of an investigation is to provide knowledge about a population consisting 

of a certain number of individuals. A population is commonly defined via a register or 

with a framework of individuals that the population consists of. There should not be too 

big of a difference between the framework and the target population, i.e. the desired 

group for investigation. If there are individuals within the framework of the 

investigation that are not supposed to be included in the population, it is called over 

coverage. If instead there are individuals who are not within the framework, even 

though they belong to the population, it is called under coverage. If the framework used 

does not cover the population correctly, a coverage error may occur. (Körner & 

Wahlgren, 1998, p. 13).  
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It was important that we used relevant SNI codes in our delineations to be able to search 

the companies in Retriever. After the search we checked that only the accounting and 

auditing industries were represented in the framework we used to then search for their 

sustainability reports.  

 

To reduce the risk of getting over coverage, we were careful to study only those who 

work in these companies. We know that there are some auditors and accountants that for 

example may work as an internal auditor or accountant in a company that wasn’t an 

audit or accounting firm. To avoid that problem, we had a question in our survey where 

they would answer if they worked actively in auditing- or accounting industry. More 

about the survey will be described in chapter 3.6.1. 

 

Our population was the auditing and accounting industry of Sweden. We used a 

sampling frame, which was a list of those to be sampled (Moore et al., 2011, p. 153). 

Our list included an email list of approved and authorized auditors from the Swedish 

Inspectorate of Auditors and email lists of several auditing and accounting agencies 

from all over Sweden. This led to a minor snowball effect.  A snowball sampling is 

intentionally sending to a few who then determine who to forward the survey on to 

(Kumar, 2011, p. 208). The snowball effect can lead to bias as the individual who 

forwards it chooses who to send it to (Kumar, 2011, p. 208). In our case, after sending 

the emails, we received a reply that asked if they could sent it to their employees instead 

which we approved. This gave us the idea to ask if several unions and agencies could 

forward our survey but with no luck. This bias was controlled by checking the 

proportion of representation of that particular agency. Also, the first question of the 

survey was a control question, assuring that respondents worked within the auditing or 

accounting agency which was within our population. 

 

3.2 Scientific approach 

 
The philosophical understanding between theory and practice used in this study is the 

deductive approach. In this approach, research is ordered so that it begins with a theory 

and ends with observations and a result.  (Bryman, 2012, pp. 24-26; Bryman & Bell, 

2017, pp. 43-45). This is how our study was constructed with utilization of the glass 

theory to aid in the construction of hypotheses which in turn aided in the construction of 

data collecting surveys which ended with observations and analysis we drew results 

from. This is further categoriezed as theory-testing research (Bryman & Bell, 2017, p. 

46).  

 

There are two different ways to do research, quantitative or qualitative. In a quantitative 

method, empirical research is meant to chart, analyze, or explain its field of distribution 

with the help of variables and quantitative conditions. In the qualitative method, a more 

personal experience is sought and a more liberal perspective is used. (Befring, 1994, pp. 

14-15). Epistemology is about what knowledge is and what should be accepted as 

knowledge  (Bryman, 2012, p. 27; Bryman & Bell, 2017, p. 47). Our quantitative study 

is epistemologically positivist. We placed focus on the quantifiable data and used 

scientific methods on social reality.  (Bryman, 2012, pp. 27-28, 35; Bryman & Bell, 

2017, pp. 47). Epistemological perspectives which were considered were realism,  

interpretivism and positivism (Bryman, 2012, p. 27). Realism states that there is a 

reality that is independent of the senses and avialable to researchers for study. 

Iterpretivism requires the researcher to already know or to learn the subjective meaning 
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behind their researched situations. (Bryman, 2012, pp. 28-30; Bryman & Bell, 2017, pp. 

48-49).  We do not see the information we gain as being independent of the senses nor 

do we deal with a subjective meaning in our study. A goal in positivism is to seek 

universal or general knowledge. (Andersson, 2014, p. 61) Positivism's research provides 

a simplified view of reality (Andersson, 2014, p. 93). When natural sciences analyze the 

physical reality for cause and effect, they strive to find causal relationships or laws. 

Here, positivism has taken over the scientific explanation model. If it is not possible to 

find direct connections, you often must be satisfied that the investigated phenomena are 

linked. (Andersson, 2014, p. 49). 
 

Ontology is about the nature of social phenomenon and can have an objective or 

constructive perspective  (Bryman, 2012, p. 32; Bryman & Bell, 2017, p. 52). With an 

objective perspective, social occurances and and their meanings exist independently 

from social actors. An organization is viewed as a tangible object which can influence 

the employees in it with organizational culture. (Bryman, 2012, p. 32; Bryman & Bell, 

2017, pp. 52-53). The constructive perspective is described as the viewpoint where 

social phenomena and their meaning are constantly being learned or gained by the 

social actors. Constructionism's organizational rules are less strict and less emposing on 

the employees than in objectivism. (Bryman, 2012, pp. 32-33; Bryman & Bell, 2017, p. 

53). We use an objectivism ontology since the understanding of organizations coincides 

with ours. 

 

Our ethical stances is universalism; this means that ethical precepts should never be 

broken. No laws nor moral codes were broken during the course of this research. That 

included having informed consent, no privacy issues, no deception, and no one harmed. 

(Brynam, 2012, pp. 133-155; Bryman & Bell, 2017, pp. 142-157). Situational ethics did 

not apply as the ends did not justify the means and we did have choices when it came to 

how this research was completed. (Bryman, 2012, pp. 133-134; Bryman & Bell, 2017, 

p. 142). We did not use the ethical perspectives of anything goes nor that ethical 

transgressions were pervasive (Bryman & Bell, 2017, p. 143). Neither were permitted 

during this study. 

 

3.3 Pre-understandings 
 

Finding causal relationships does not apply in hermeneutics. Within that philosophy, it 

does not try to find explanations, but instead, the concept of understanding how 

something works. This means finding a meaning or purpose. Reading a text may have 

different meanings depending on who is reading the text and how it is interpreted by the 

reader. In an interpretation of a text, everyone understands it differently. Interpretations 

of the same text can have serious social consequences. Examples including laws or 

biblical texts can be interpreted in several different ways. (Andersson, 2014, p. 55).  

 

When talking about the hermeneutic method, it is described as an interpretation that 

gradually increases our insight and understanding of an interpretation of a text or 

something similar. This method involves the search for inner meaning and overall 

understanding in a systematic approach. It is usually described as the hermeneutical 

circle, see Figure 2, to show how new sub-knowledge is encircled (Bontekoe, 1996, p. 

4). This also constitutes a hypothetical-deduction process where you switch between 

obtaining information, interpreting and generalizing. (Befring, 1994, p. 82). Another 

word for hermeneutics is the interpretation theory. (Andersson, 2014, p. 19; Hartman, 
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2001, p. 21) When conducting a hermeneutical investigation, knowledge is sought from 

the inside of the human being, which can not be measured. It is human perceptions of 

reality and how to interpret a particular situation. (Hartman, 2001, p. 21).  

 

 
Figure 2. The basic form of the hermeneutic circle. Source: Bontekoe (1996, p. 4). 

 

To know what we know is to know us. Information about our backgrounds, situations, 

and points of view give perspective and hopefully aid in understanding our thesis. We 

are currently, at the time of writing this thesis, both accounting students at the masters 

level at Umeå University in Sweden. This means we both have general education to 

attend university and bachelor level university education in the field of economics. 

Therefore, we are well read in economics in general. We both have chosen the master's 

level field of auditing and accounting so we have knowledge in that particular field. We 

interpret what we read after our own experiences. Combined, we have several years of 

theoretical and practical experience to utilise in the creation of this thesis.  Individually, 

Lacey Leathers Näsman brings an American perspective with theoretical knowledege 

from her courses and practical accounting work experience while Malin Olsson brings a 

Swedish perspective, theoretical course experience and practical accounting work 

experience which together through cooperative work and discussions provides a unique 

insight to this study. 

 

3.4 Literature search methods 
 

We searched for information in many different places. We read articles, books and 

reports. The literature consisted of several scientific articles. This was done in order to 

build a relevant and reliable reference framework for our work. The articles we searched 

mainly came from electronic databases available at Umeå University. Databases used 

via Umeå University that aided in our literature search include Ebsco Business Source 

Premier, Retriever and Faktiva. Websites that we used for the literature search included 

Google Scholar, Allabollag.se and accounting and auditing firms' homepages.  

 

When we searched for information, we began with our research topic so the items found 

were relevant. We used articles that were both new and old. The old represented the 

beginning of the glass theory that we worked with. The new represented that this theory 

was still relevant. There were new research findings that showed that this theory was 

still applied. The keywords we used were: auditor, audit, gender equality, gender 

equality index, glass ceiling theory, Sweden, among others. It should be noted that we 

also used these same and similar words in swedish as well and found literature in that 

manner, too. In addition to scientific articles, theoretical literature from mainly Kanter 

Whole

Contextualizati
on (Illuminate)

Parts

Integration 
(Define)

Experience 

Experience 



   
 

23 
 

(1977) was used to describe the gender equality in working life. We also read previous 

articles in the subject where we got inspiration from their literature. 

 

3.5 Previous studies' data collection methods 
 

Previous studies in Sweden used various methods for their research. Albrecht et al. 

(2003, pp. 147-149) used data that came from LINDA, the special collection of data 

from SCB created from 1968-1998. Månsson et al. (2013, pp. 573-574) used data from 

2003 and Kanter (1977) used data from the 1970's. That this information was more than 

15 years old which was important as the research needed updating.  

 

Annual and sustainability reports from 2017 or more recent were used in our study. 

Those from 2017 included data from the 2015/2016 fiscal year and the 2016/2017 fiscal 

year in order to show changes over the past years. This information was used to follow 

the delineations we imposed in chapter 1.5 Delineations. Therefore, our research 

differed in that it used information from the the past three years and was more up to 

date. 

 

Surveys were used successfully by many researchers to gather data (Albrecht et al., 

2003; Jonnergård et al., 2010; Kanter, 1977; Löfström, 2012; & Månsson et al., 2013) 

and as such we also used a survey (to see the entirety of the survey, look in Appendixes 

3 and 4).  Other methods used were interviews and observations by Kanter (1977). 

Cotter et al. (2001, pp. 666-673), had access to longitudinal data, from Panel Study of 

Icome Dynamics, spanning 1976-1993 which was very inclusive and considered some 

of the best available data regarding income and work related items. While we did not 

have this type of data, we did take inspiration from their criteria and used the overal 

principles of it, though not the model for which we lacked the type of data needed. This 

type of data was not fitting within the limiters we had for access to individuals and time 

for observational data collection.  

 

3.6 Research design arguments 
 

There are different methods avaliable when collecting data. If the results of the study 

should match as well as possible and reflect reality it’s important that the study is based 

on credible, hard, reliable data, that is structured and generalizable. To this end we 

decided to do a quantitative study. We collected data in two ways, surveys and research 

into company reports. Due to the influence of previous studies, we found it an effective 

manner to use surveys as the measurement tool for gathering data and used this in our 

own study. We sent out a survey to accounting and auditing agencies in Sweden. The 

survey contained relevant questions that follow our problem question. We also 

investigated annual reports and sustainability reports to collect facts about the board's 

composition and current CEOs.  

 

A data acquisition requires specific definitions and operationalizations of variables, 

quantification, coding and validation and reliability testing. Data or information 

collected for use in an analysis is called primary data. This includes observations, 

interviews, and collection of surveys. Secondary data is data that has already been 

collected for other purposes. Scientifically, it is important when using profession-

relevant and professional information. These can provide both valid and reliable data. 

The questions that usually appear for primary and secondary data are if you will have 
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access to the data sources. Public statistics also belong to secondary data such as 

publications from SCB or declarations. Another type of secondary data is in data 

archives and databases. These are collected and analyzed by researchers; for example, a 

researcher can use results from previous surveys in their own analysis. These are 

sometimes referred to as secondary analysis and provide an important basis for 

assessing the validity of the other work's conclusions. (Befring, 1994, pp. 64-66).  

 

3.6.1 Survey 
 

We chose to use a survey for the gathering of the empirical material. The survey is a 

special form of interview methodology, purely methodological. A standard 

questionnaire is presented to many individuals at the same time. (Befring, 1994, p. 72) 

Surveys measure categorical (qualitative) and quantitative variables. Examples of 

categorical variables are marital status and gender. These are non-numerical responses 

that are often encoded for analysis. Quantitative variables are numerical and include 

discrete and continuous variables. Generally, counts are discrete while measures are 

continuous. These values are always rounded, except for age. (Körner & Wahlgren, 

1998, pp. 18-19). ) Qualitative variables are such as number of inhabitants, salaries, 

speed and age. Discrete variables are integers such as number of rooms in a house. 

Continuous variables are, for example weight, time and temperature. (Aktiesite, 2007) 

 

The positivistic scientific questionnaire is a common method of standardized questions 

and answers. The researcher believes that everyone gets the same questions and 

interprets the answers thereafter. However, there is a risk that the recipient will take 

chances in their answers as the questions are interpreted differently depending on who is 

reading the questions. (Andersson, 2014, pp. 43-45). Our survey had a mix of 

categorical and quantitative variables. 
 

Major demands are made on the formulation of the questionnaire to obtain valid data 

(Befring, 1994, p. 76). Structure is important both when it comes to building issues and 

which response options should be provided (Befring, 1994, p. 72). First, you must 

decide whether the survey should contain fixed, closed or open questions. (Dahmström, 

2000, p. 103) In the case of closed answer options, the individual only needs to tick for 

the given response option. This is easier to process when compiling is done on the 

computer which will likely reduce coding error. In the case of open answer options, the 

individual may write their answer, but the answers must be encoded before they can be 

compiled. (Körner & Wahlgren, 1998, pp. 14-16). We decided to only use the closed 

answer option in our survey when it would make it easier for us when we encoded the 

answers from the questionnaire. Another reason was also that it would be easy for the 

respondent to fill closed answers only. 

 

The survey should give a positive picture of the investigation and it should not feel 

difficult to answer. For each question, you must think about why it should be in the 

survey and if it will be answered by the respondent. (Dahmström, 2000, p. 98) Before 

the survey was created, we decided what type of data and what information was relevant 

that we needed from the investigation and only asked pertinent questions. We looked to 

the previous studies, at their surveys and variables, where available, and formulated 

questions that captured information we determined necessary for our own study. 

Statistics studies also guided our formulation of questions. 
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If the survey contains too many questions, individuals may choose to answer some of 

the questions or choose not to answer at all which will result in a non-response error. If 

this non-response error is extensive, the results of the survey may be less reliable. 

(Körner & Wahlgren, 1998, pp. 14-16) Part of reducing risk for large non-response rate 

will include sending reminders about the questionnaire (Befring, 1994, pp. 72-76). 

Therefore, when formulating the questions for the survey, we limited ourselves to a 

maximum of twenty questions. 

 

According to Befring, to get the recipient to fill in the form, the language should be 

easily readable, with questions and answers that are clear and short (1994, pp. 72-76). 

Körner & Wahlgren describes that there should be short and simple sentences or 

questions that everyone can understand in the survey (1998, p. 14; Dahmström, 2000, p. 

100). Leading questions should be avoided and only one thing should be asked within a 

question at a time (Dahmström, 2000, p. 98; Körner & Wahlgren, 1998, pp. 14-16). 

Certain questions were placed together in order to avoid having too many questions. 

These variables were then divided out afterwards. For example, our question about child 

care was divided up after the fact in order to show if an individual had no children or 

adult children as one variable and division of time off for child care for those with 

children as another variable. 

 

In a survey, there may be risks that recipients do not understand some of the questions 

or create misunderstandings, which may lead to an incorrect response. Before sending 

out our questionnaire, we conducted a pilot study where we sent it to some test subjects 

to get survey critique of issues that were difficult to understand and then had the 

opportunity to improve questions and make them more clear. This took several weeks of 

tweaking the questions in an attempt to perfect them. Our 20 question survey ended up 

taking about a minute to answer. We hoped to get as high a response rate as possible 

due to these efforts. 

 

The survey was composed of clear, closed response questions which were delivered 

through the web-based questionnaire system, Google survey. We considered this to be 

an easy, free and fast option. We sent out  surveys from the 13th until the 20th of March 

and kept it open until the 8th April. There were several deployment dates due to 

restrictions set by Google on the number allowed to be sent out per day. Reminders 

were sent closer to the cut off date as well (the reminders are available in Appendix 5 – 

Reminders in Swedish and English).  Our survey was sent to a list of authorised and 

approved auditors as well as several accounting and auditing firms.   

 

Our survey was based on the understanding of the glass ceiling theory that a larger 

discrepency exists between genders at upper levels of management than at lower levels 

of management. As we also found an understanding of the glass ceiling to include 4 

criteria, we included questions that would help us discover if those criteria were 

fulfilled. Those variables of interest included gender, age, title, position, salary, 

likelihood for promotion, the change of likelihood for promotion over the course of the 

career, education, years of experience, and job related qualification and achievments.  
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Table 3: Survey questions and variables.  
This table summaries the questions asked and the variables they were labled as. The survey 

received by our sample was in Swedish.  

Survey questions and variables 

1 Do you actively work in the auditing or accounting industry?  

  Active 

2 How many years of experience do you have at your job?  

  Years of experience 

3 What is your gender?  

 Male 

4 What is your age?  

  Age 

5 Are you married or cohabitating?  

  Married or cohabitating 

6 If you have children, how do you divide parental leave and child care within your 

household?  

  Division of time off for child care 

7 Do you have any post-secondary or university level degrees in the field of economics?  

  College or university economics degree 

8 Which company do you work for?  

  Big 4 

9 Do you work full time?  

  Full time 

10 What is your salary (before taxes)?  

  Salary 

11 Which of the following terms best describe your role in the company?  

  Role 

12 If you have a leadership function, which of the following terms best describe your 

position best?  

  Position of leaders 

13 Have you received training from your employer to develop within your profession?  

  Internal education 

14 How well do you think your achievements and work efforts are in line with those 

expected by your employer?  

  Achievement and work effort 

15 Have you applied for any leadership roles which you did not then receive?  

  Applied and denied for leadership position 

16 Have you ever received a bonus or other financial benefit other than your salary from 

your employer?  

  Bonus 

17 Have you advanced in your career by gaining increased authority or responsibility 

during the time you have worked in economy?  

  Advanced 

18 According to your experience, do women and men have equal chances to be promoted 

at your company?  

  Chance for advancement 

19 According to your experience, do women with small children have equally sized 

chances as others to be promoted at your company?`  

  Women with small children have just as large chance for advancement as others 

20 According to your experience, do men with small children have equal sized chances as 

others to be promoted at your company?  

  Men with small children have just as large chance for advancement as others 
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Q1: We only wanted to study those who was active in the accounting and auditing 

business. That question made us reduce the answers. Q2: We wanted to see if we could 

find a connection to experience when we looked at top positions and wages. It would 

be a natural reason for higher salary in same positions. Q3: This was our main variable 

ie we study differences among genders. Q4: This is to see if there is a connection to the 

career ladder. Also if age had somenting to do with salary. Q5: Having a family can 

sometimes effect a persons career. We wanted to see if it could have any effect. Q6: 

Previous studies has found out that women with small children has dificulties to 

advance in their career. They don´t engage in their job in the same way that others do. 

We had to divide the answers in one group that had adult or no children to those who 

had small children. Q7: We wanted to see if education effected salary and top 

positions. Q8: We wanted to see if there were any differences in which agency you are 

working at when it comes to salary and top positions. This gives us an indication of 

size with the Big 4 but also allows for comparison to reports from these companies. 

Q9: We wanted to see if there are differences between genders when it comes to those 

who mostly work part-time. It is known that women mostly take part-time to take care 

of kids or elder relatives and this effect their salary and pension. Q10: This is an 

important part of our survey. We know that women have 74% of the men´s salary and 

wanted to investigate how the distribution is in the accounting and auditing business. 

Q11: We know that there are half as many female auditors in Sweden and wanted to 

investigate how it looks at the top positions. Q12: This question is so we can separate 

those with a top position from those who hasn´t got any such position. We can then 

analyze their salary and compare their education, years of experience etc. to see if there 

is a gender difference. Q13: If you have got internal education it could affect if you 

advance in the career or not. Q14: If you work hard and more than is necessary that 

could result in advancement in the career. Q15: We wanted to see the distribution 

between women and men, if there was a difference. Q16: To receive a bonus or 

financial benefit can be connected to the glass ceiling. We wanted to see if there were 

any gender differences among this. Q17: This could be connected to the glass ceiling 

theory, we wanted to see if there were a gender difference in advancement. Q18: This 

could be connected to the glass ceiling theory. Cotter (2011) found that men often gets 

promoted and advances in their career. Q19: Having small children can be one of the 

reasong for not get promoted or having a higher salary. We wanted to find out what the 

respondents knew in their own experience, if they thought that it could be a problem. 

Q20: See Q19. To see the survey in its entirety in Swedish or English, check Appendix 

3 or 4 respectively.  

3.6.2 Annual and sustainability reports 
 

We used secondary data in the collection of data for our investigation. These included 

annual reports and their corresponding sustainability reports. In January 2017 a new law 

came to Sweden (SFS, 2016:947). It required some companies, the parameters of which 

were given in the Laws for change and Delineations chapters, to present non-financial 

information in a sustainability report. Of the companies that fell within the scope of this 

law, we collected data from accounting and auditing companies' annual and 

sustainability reports to see how genders were represented in the top positions. 

 

This research was done so that we could compare results from the companies with 

results from our surveys. It allowed us to see how well our results represent the reality 

we trust the companies to accurately state due to legal bindings. Another reason for this 

research was to compare the latest in data available to the results of previous studies. 
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This lets us see if those previous study results may still be relevant. Finally, the last 

reason for investigating annual and sustainability reports was to bolster our thesis with 

current facts. We did not know how well our response rate would be. It was tax season 

followed by Easter during the survey time which reduced the likelihood for responses. 

To mitigate this risk of too little data, we took it upon ourselves to research the 

companies via their reports as well as surveys.  

 

The data from these reports by themselves did not give enough information to answer 

our research question. It simply provided numerical evidence that a difference in 

representation between genders existed. The basis for that difference was not evident in 

annual and sustainability reports alone. This was why our thesis attacked the question of 

difference from multiple angles by including surveys and previous studies as well as the 

reports. 

 

3.7 Problems with the methods and data  
 

After our first release of the survey, we received a question asking why we did not have 

accounting consultants as an option in our survey. In our survey, this profession fell 

under the category of “other” and did not have its own specific category, which we 

unfortunately had missed. We had auditors and assistant as options but not the 

accountants. When we investigated the entire industry and analyzed the results, we kept 

this in mind. We also hoped that our respondents did not choose to refrain from 

responding due to this. 

 

In retrospect, we realized that we should also have split up the positions further and 

could also add titles such as a manager, project manager, specialist, consultant, middle 

manager and senior manager in order to get a clearer spread on the distribution of pay 

among positions.  

 

Our study reached mostly auditors. We wished to have broader reach to investigate as 

many as possible in the audit and accounting businesses. We searched for contact 

information and email addresses for accounting consultants, authorized accounting 

consultants, assistants, etc. by looking at the agencies' websites. This was very time 

consuming so we tried to also secure other ways to find information but without 

success. We contacted both SRF Consultants and several unions to see if we could 

email their member lists but they couldn´t give us that information nor access. 

 

3.8 Analysis methods  
 

Once you have collected the survey, all data must be processed. First, you look at the 

answers and see that all questionnaires can be used. This was done by downloading the 

completed data set from our Google survey and saved into a format that was useable by 

statistical programs. There is a large selection of statistics programs that you can use 

today. These have advanced analytics capabilities with both spreadsheet and statistical 

help features. For our thesis we used STATA and Excel. The development of graphics 

has led to high quality graphics for presentation purposes. However, it is important that 

even if these programs are advanced and user-friendly, they cannot compensate if the 

earlier process is inadequate (Dahmström, 2000, p. 133). Therefore, we were very 

careful when encoding categorical data for use in the programs. 
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3.8.1 Encoding Method 

 

The number of observations were affected by blank or empty cells. Empty cells occured 

when an individual left an answer blank or responded with I don’t know or that they do 

not wish to answer. Notice that variables such as agency size, position of leaders, 

position of leaders, salary, etc. have a ranking from smallest to largest or from lowest to 

highest. This is done in order to encode logically and to be best suited for regressions. 

 

Table 4: Encoding salary, experience in years and age 

Salary Experience in years Age 

1 19 999 SEK or less 1 0-5 years 1 18-24 

2 20 000 – 24 999 SEK 2 6-10 years 2 25-34 

3 25 000 – 29 999 SEK 3 11-15 years 3 35-44 

4 30 000 – 34 999 SEK 4 16-20 years 4 45-54 

5 35 000 – 39 999 SEK 5 21-25 years 5 55-65 

6 40 000 – 44 999 SEK 6 26-30 years 6 66 + 

7 45 000 – 49 999 SEK 7 31 years or more   

8 50 000 – 54 999 SEK     

9 55 000 SEK or more     

 

We had a mix of binary and nonbinary encoding. In binary coding we used 0 = no or 

false while 1 = yes or true. To exemplify this, Male was 0 for not being male and 1 for 

being male. These included: Married or cohabitating, College or university economics 

degree, Full time, Internal education, Applied for and denied leader position, Bonus, 

Advanced, Women with small children have just as large chance for advancement as 

others, and Men with small children have just as large chance for advancement as 

others. The Big 4 agencies variable created from the survey data represents if an 

individual works at one of the Big 4 (Deloitte, EY, KPMG, PwC) with a 0 = no and 1 = 

yes. This will give us an indication of size since the Big 4 are the biggest in Sweden.  

 

For division of time off for childcare, blank responses as well as having no or adult 

children was left blank while 1 was that the individual takes the least amount of time 

off, 2 was equally divided, and 3 was when they took the most amount of time off for 

child care. Since this method therefore excluded anyone without children, we created a 

new variable. Adult or no children was created. In order to see if taking time off for 

childcare affects anything (rather than gender division of it) we created a new variable 

with the data we had. Those who marked that they had adult or no children = 1, those 

who marked any sort of division of childcare = 0. 

 

In order to see if having any sort of leadership position affects anything (rather than the 

type of leadership position) we created a new variable with the data we have. Those 

who marked any sort of leadership position = 1, those who did not have a leadership 

position = 0. For Position of leaders,  blank responses as well as no leadership position 

were left blank while 1=other leadership positions, 2=accounting manager, 3=audit 

manager, 4=economy manager & controller, etc 5=personnel manager, 6=group 

manager, 7=location/office managers, 8=regional manager, and  9=VD/CEO, partner, 

etc. Encoding here takes into consideration the level of heirarchy with each successive 

level higher than the previous. 
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As for role, 1=other, 2=support positions, 3=general auditor, 4=approved auditor, and 

5=authorized auditor. These are from lowest to highest in amount of responsibilities. 

Achievements and work effort were encoded as: 1=less than expected from the 

company, 2=equal to expectations, 3=greater than expected. Chance for advancement 

was encoded with 1=women have greater chance for promtotion than men, 2=women 

and men have equal chance, and 3=men have greater chance for promotion than women.  

 

3.8.2 Method of analysis of surveys and STATA 
 

To analyse the data from the surveys, we used a mix of charts, tables, and regression 

models. This gave an overall view of the most important information gleaned from the 

data. Not only did we analyse the numbers from the raw data but also the procentages 

for the whole while looking into any differences between genders. More than 

descriptive comparisons and regression analysis, we have also performed Chi2 test, 

two-sample Wilcoxon rank-sum (Mann-Whitney) tests and Spearman correlations. We 

use a mix for analysis because it gives us a broader picture with different or similar 

results. For example, a regression can include more variables than a Chi2 test. A rank 

sum looks at ranked mediums rather than the associations in a Chi2 test. (Stata Press, 

2017). These tests tell us different things about our data that helps us understand it 

better.  

 

Regressions  

 

STATA, an abbreviation of the words statistics and data, is statistical computer software 

that is used for all types of data analysis. We use it to run regressions which are a  

statistical measure of the relationships between dependent and independent variables. 

This lets us see which independent variables are statistically significant in their 

regression and also the strength and direction of coefficients for the independent 

variables. That tells us what is important for that regression which gives us an 

explanation for the dependent variable. The dependent variables used for different 

models include salary, leader, and position of leader. Each of these is ranked from least 

to greatest, or least powerful to most. The variable leader is binary, but we have 

performed ologit on these models as well to compensate for the issue. The normal 

distribution question is answered in the use of statistical central limit theorem wherein 

our sample has a large number observations. The type of regression used is called the 

ordered least squares (ols) regression where in the adjusted R2 were compared to see 

how suitable a model is.  

 

Ordered logistic (ologit) regression results for the most suitable models (those with the 

highest adjust R2) are also given. This is because debate exits regarding suitability of ols 

or ologit regressions (Angrist & Pischke, 2009). Since this is not the focus of our thesis 

we have included both. Ologit regressions  are ordered in the sense that larger values are 

associated with higher outputs. (Stata Press, 2017). To exmplify this, the variable 

position of leaders was organized from lowest ranking to highest ranking on a scale 

exemplified in a previous study (Löfström, 2012). A result indicating group manager is 

interpreted as meaning the ranking level equivalent to group manager and not 

specifically group managers. Likewise, the variable role indicator increases with the 

largeness of the role. In this regard, ologit is suitable for this data set for some of the 

variouables but not all. For the purpose of comparison, however, ologit regressions are 

not suitable due to the psudo R2 information given. Our compromise is to include both.  
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Spearman 

 

It is also used for Spearman correlations which is a description of the correlation 

between monotonic variables which is used when it is unknown if the variables have a 

linear relationship. Considering that we are very interested in how these variables 

interact with each other, this helps us see that. (Stata Press, 2017). 

 

Chi2 test 

 

STATA provides for two-way table of frequency counts creation with the option to 

include the measure of association, Chi2, among others. Our Chi2 test is shown with 

both frequency and expected frequencies to easily see the differences. The Chi2 is a 

calculation of Pearson’s X2 statistic. This test tells of the indepence of variables in the  

rows and columns. With a low enough p-value (for a 5% significance level) we have 

evidence that the observed differences are significant. When studying gender, this is 

very convenient. We can see  how the status of male results compare to the status of 

female results. This tells us if their results are equal, such as we might expect for 

something like salary or position for example. (Stata Press, 2017). 

 

Wilcoxon rank-sum (Mann-Whitney) 

 

The two-sample Wilcoxon rank-sum (Mann-Whitney) was also done. This can be used 

when the assumptions of a t-test are not met, or as in our case, the data is ordinal. This 

is a test of two independent random variables to see if they are from populations with 

the same distribution and used to see if the means of two samples are equal or not. 

Mann-Whitney U-Test, has been named after Henry Mann and his student Donald 

Ransom Whitney. This test is within the statistics a non-parametric test to identify 

differences in a variable between two independent groups. Unlike the test, a Mann-

Whitney U test is not dependent on a normal distribution. (Moore et al., 2016, pp. 2-12). 

It tells us if there is a statistical difference in ranked mediums. This test is particularly 

important because our data has heirarchy. Salary increases, position levels increase, and 

weather someone is a leader or not is a status level where those who are not of leader 

status are lower than those who are.  (Stata Press, 2017). 

 

3.8.3 Analysis methods of previous studies 

 

We concluded from previous studies that utilizing a survey with explainatory variables 

and regression analysis aids our understanding of a glass ceiling related gender 

difference among accountants and auditors in Sweden. While there was a limited 

amount of information from accounting and auditing firms websites and reports, using 

surveys allowed us to compliment that information for a more complete look at the 

numbers and proportions that existed in the accounting and auditing companies. 

Explainatory variables were important to use as the numbers alone were not enough 

since that did not take into account the many plausable and sound excuses that existed 

that may explain differences between genders. The use of regression analysis by 

previous researchers let them account for those variables and specifically look at the gap 

between genders while all else was the same. Combining these methods together, we 

hoped to see differences, if any, exited between genders at various positions while other 
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explainatory variables were accounted for which would show if there was a glass ceiling 

relationship 

 

Analysis methods utilised in previous studies included use of descriptive statistics and 

regressions for the most part (Albrecht et al., 2003; Cotter et al., 2001; Jonnergård et al., 

2010; Löfström, 2012; & Månsson et al., 2013), which we also did, but with variation in 

the variables and regression models used. Several variables remained the same across 

many studies and therefore were included in our study as well. These variables were: 

gender, age, education, salary, and position (Albrecht et al., 2003; Jonnergård et al., 

2010; Löfström, 2012; & Månsson et al., 2013). The important variables of gender, 

salary, and position also played roles in our hypotheses.  

 

Data we had access to gave us information on several variables mentioned in previous 

studies as well as the general idea behind the criteria named by Cotter et al. (2001). 

Therefore, part of our analysis was based on assessing discrepencies between genders 

on those variables and the principles of those criteria. Through combining questions 

posed in our, we ascertained weather or not the critera were met for a glass ceiling 

according to Cotter et al. (2001).  

 

Cotter's 4 criteria models were based on Experience (Q2), Male (Q3), College or 

university economic degree (Q7), Salary (Q10), Role (Q11), Position of leaders (Q12) 

or Leader (Q12), Internal training (Q13), Achievements and work effort (Q14), Bonus 

(Q16), Advanced (Q17), and Chance for advancement (Q18). Using these variables, we 

created several models. The Cotter’s 4 criteria models are collected together in 

Appendix 7. 

 

According to the initial use of the phrase by Loden (2008), it was any invisible barrier 

to advancement which was related to the organization, not the person's personal self 

esteem. This definition was extremely broad and included a variety of factors. To 

narrow the possible factors inhibiting advancement we used the variables of previous 

researchers. These included but were not limited to education, age, qualifications, 

position, role, experience, pay, and likelihood of promotion. We included many of these 

in the questions in our survey and used them individually and in combinations to 

analyse the data received to understand if what was found was a glass ceiling. This 

required trying different regression models to negate any factor other than gender as the 

reason for a barrier, if it existed. The  models tested use a mix of variables which can be 

viewed in Appendix 7 for details. These models evolved as we analyzed the data and a 

suitable model was achieved from the analysis process. The resulting models and 

regression analysis were explored in the results and analysis chapters along with the 

criteria model. 

 

3.9 Validity and reliability 
 
It is important that the results of a work have high trust and confidentiality. That degree 

is usually called high or low validity and reliability. What determines the usefulness is 

to have a true and credible image in the quantified variable. If this is in line with reality, 

it is called isomorphism. (Befring, 1994, p. 60). To measure how valid a measurement 

result is, it is called validity. (Befring, 1994, p. 60; Körner & Wahlgren, 2015, p.15). 

The measurement results may be consistent with what you want to measure, but it may 

also have been influenced by other factors. There are both theoretical and empirical 
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validity. At a theoretical point, it is possible to test measurement results after a certain 

theory. If the measurement result is not consistent with the theory you have assumed, 

you should be critical of the measurement. In empirical validity, other results are 

compared to assess their measurement method. (Befring, 1994, p. 61). To have high 

validity and reliability, our data for this study was taken from reliable sources, such as 

the yearly reports from auditing and accounting agencies.  

 

The degree of measurement precision or measurement error is called reliability. You 

have to question if it is possible to reduce the measurement errors to a minimum. If you 

do the same test several times and see that the same result comes in, you can trust the 

reliability. In a data acquisition, structured registration procedures are desirable, 

preferably fixed response categories. In open questions, the author can say something 

but the researcher who interprets what is written perceives it differently. It is common 

for a combination of open and fixed categories of answers, as it usually provides the 

best basis for a research process. This is called a multi-methodological approach. 

(Befring, 1994, pp. 60-63).  We received 541 responses from our survey which we trust 

as reliable information as the questions were not open ended and came in directly to a 

data file, therefore the risk for errors was low.   

 

Another aspect of giving ourselves room for error was the significance level chosen. 

Risks from hypotheses testing include type I and type II errors which are rejecting a true 

null hypothesis and accepting a false null hypothesis respectively (Körner & Wahlgren, 

198, p. 122; Kumar, 2011, p. 88).  To this end, a defined significance level, will denote 

how much risk there is to reject a true null hypothesis, type I error. Typically, the 

significance level is 0.1%, 1%, or 5%. Unlike the significance level and risk for type I 

error, which we set as the researchers, type II error risk is unknown. (Körner & 

Wahlgren, 1998, p. 122) We chose to use a significance level of 5% with consideration 

for errors. 
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4 Empirical data and results chapter 
 

Here, the results of surveys and research are displayed for easy comprehension and 

later analysis in chapter 5. The results are explained in graphics with comments to 

further describe what is being addressed by said graphics. 

 

 

4.1 Descriptive statistics 
 

We sent the survey to 3220 auditors and 1337 with other titles in the accounting 

industry. Of those, 259 were not valid emails and 6 no longer worked at the location the 

email was for which means a total of 4092 possibly saw our survey. We say possibly 

because there were many autoreplies, 162, but the survey still reached the email account 

and therefore it was possible for the intended recipient to see the survey and respond. To 

increase our response rate, we sent out two reminders, so the rate finally came up to 

12.83%, with 541 responses. Of the 541 responses, 2 were blank and 7 were not active 

in the accounting or auditing business, and 7 more did not have vital information or 

were outliers which were removed in order to continue our investigation. This reduces 

responses by 16 to 525 useful results, of which 238 (43.33%) were women and 287 

(54.67%) were men. The response rate varied slightly from question to question as they 

were not mandatory to answer and some were left blank.  

 

To begin with, here is the summary from the survey data in Table 5.  Due to the 

encoding, the number shown in the averages (means) must be compared to their code. 

Salary is 40 000 – 44 999 SEK,  experience is 11-15 years and the results for male 

imply that 54.67% of the responses were male. Age averages between 35-44 years old. 

There are 84.36% married or cohabitating and 51.36% have adult or no children. For 

division of time off for childcare, 1.8 translates to taking less time off, but very close to 

the next level of equally shared time off. 89.48% have a college or university degree. 

The average agency was BDO and Grant Thornton and 89.46% worked full time. The 

average role was that of auditor and 59.88% are leaders with the average leader position 

being group manager level. Nearly all responders have received internal education at 

98.26%. Mean achievement and work effort response is equal to expectations from the 

job. Few applied for and were denied leader positions at 5.03%. Most receive bonuses 

and have advanced, 79.49% and 92.59% respectively. The chance for advancement 

averages translates to equal chances between genders for advancement. The majority 

felt chances for advancement were equal to others for both women and men with small 

children with 82.42% and 91.59% respectively. 
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Table 5: Summary of obs, mean, std dev, min, and max (including 2 new variables). 

This  table displays number of observations (Obs), mean, standard deviation (Std. Dev.), 

minimum (Min), and maximum (Max) for each of the variables we surveyed as well as 

two additional variables (Adult or no children and Leader) derived from our survey 

data.  

Summary of obs mean std dev min and max (including 2 new variables) 

 
 

We studied annual reports from 2017 and found 6 companies, some of which were 

corporate groups, that fit into the delineation we used in our survey, companies that had 

for both of the most recent two years more than one of the following three criteria: an 

average of employees > 250, balance sheet total > 175 MSEK and net sales of > 350 

MSEK. The companies were Deloitte, Ernst & Young, KPMG, PwC, BDO and Grant 

Thornton. 
 

We found that the gender distributions were gender balanced among total employees in 

the companies. Of the distribution of those on the board there was only EY and PwC 

with a gender balance. In the other companies the women representated 20-29%. The 

biggest difference was in those who were CEO´s and management. EY and PwC had 

21% and 22,22% while Granth Thornton had 63% women as CEO or management.  
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Figure 3. Percentage of females. This figure shows the percentages of females employed, 

on the board, or CEO and management. These figures were summaried from research into the 

respective company annual and sustainability reports for the 2017 financial year. 

 

In Figure 4 we see that while our results from the surveys were not a perfect match to 

the latest reports from the Big 4 and  BDO & Grant Thornton, they were quite close. 

This gave an indication that our data was representative of reality for these companies. 

Of those who worked in a company that were part of the Big 4, 41% were women and 

59% were men. Of those who worked in some of the other companies, BDO, Grant 

Thornton and all others, the distribution was 47% women and 53% men. This would 

indicate that the total number for responses was gender balanced. 

 

 
Figure 4. Female employees. The Big 4 are Deloitte, EY, KPMG, and PwC followed by 

BDO and GT (Grant Thornton). This figure shows the average results from annual and 

sustainability reports compared to those of our survey. 

 

Deloitte EY KPMG PwC BDO
Grant

Thornton

Employed 54.17% 51.02% 57.00% 58.99% 61.99% 62.23%

On the board 20.00% 50.00% 29.00% 50.00% 20.00% 20.00%

CEO and management 40.00% 21.00% 33.00% 22.22% 43.00% 63.00%
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There was a fairly even distribution between genders for a majority of the ranges of 

years of experience. Most of them, 27% of the women and 17,77% of the men have 

between 6-10 years of experience. But if we looked at the 31+ years of experience range 

in Figure 5, their answers were mostly men. The reason for this descrepency was 

unclear. Age and years of experience are closely related as one must naturally be of a 

minimum age to have high number of years of experience. It is illogical for one of the 

25-34 year olds who respond that he or she had 31+ years of experience. As we can see 

in Figure 6, men were more than doubly represented in both the 55-64 and 65+ age 

ranges compared to women. This supports the years of experience findings where 31+ 

years of experience is held in large by men by also having the majority of the 65+ age 

range male as well. 

 

 
Figure 5. Years of experience by gender. 
 

 
Figure 6. Age distribution by gender.  
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Engagement at work can be limited by responsibilities for childcare. To this end, we 

asked if the individual had children and about their parental leave and child care 

responsibilities. Of all of our responses, 50.5% didn´t have children or had adult 

children. Taking a closer look at the rest, we saw that among them, 57,41% divided time 

off for child care equally. In Figure 7, we can see these responses divided out by gender 

with their percentages. The majority and minority of time taken off was of interest. It 

pointed towards women taking more time off and men taking less time off in 

comparison to their parental counterparts. 

 

 
Figure 7. Division of time off for child care by gender. This figure shows the responses 

given by individuals regarding if they have young children and the division of time they take off 

of work for child caring purposes. 

 

As seen in Figure 8, the variables regarding if the individual advanced in career, 

received training from an employer, have small children, or are married had very equal 

representation between genders. They had gender balance. Variables with gender 

differentiations include: leadership positions, bonus benefits, applied for leadership 

roles and didn’t receive it, full time work, and higher education.  
 

Women Men Total

I take off most time 32.76% 5.93% 18.33%

We divide time equally 56.03% 40.00% 57.41%

I don't take off most time 11.21% 57.07% 34.26%
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Figure 8. Various variables by gender. 

 

Advancement 

 

According to our survey, men advanced more often than women, 94% vs 91%. We had 

some questions in the questionnaire where the respondent answered utilizing their own 

experiences and understanding of their work life. We asked if women and men had 

equal chances to be promoted at their company. Most of the respondents, 76.5%, 

considered women and men as having the same opportunity for promotion. But the 

perception was different among women and men. Women, 20.3%, considered men to be 

promoted more easily while men, 9.8%, considered women to be promoted more easily. 

 

We took the question further and asked if women and men with small children have 

same chance for promotion as others. The result showed that 71.43% of all the 

respondents thought that women with small children, and 78.86% thinks that men with 

small children have equal chances to get a promotion. Respectively, 13% and 14%, 

didn’t know. It differed among how women and men perceive the situation. Women, 

18%, perceived that women with small children do not at all have the same opportunity 

for promotion and men, 13% of the men agreed with it. See Figure 9. In the question 

about men with small children, 11% of the men thought that men with small children 

don´t have the same chances for promotion and 2.5% of the women agreed with it. See 

figure 10. 
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Figure 9. Chance to promotion for women with small children. Men and women's 

perception of the chances of female toddler parents to be promoted. 

 

 
Figure 10. Chance to promotion for men with small children. Men and women's 

perception of the chances of male toddler parents to be promoted. 

 

Roles 
 

If we look at all the auditors together, they were represented by 60.4% men. If we look 

at support functions, assistants and others, which includes accountants for example, they 

were represented by 67.6% women in our survey. In other roles there are mostly 

women. In that group we believe that accounting consultants and authorized accounting 

consultants took up the majority of the positions, but this could not be confirmed. That 

shows that mostly men chose the auditor direction and women didn´t. 
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Figure 11. Distribution of roles by gender 

 

Achievements 

 

From our survey, 75.5% of the women and 72.9% of the men thought that their 

achievements and work effort were exactly what was expected of them. Only 0.84% of 

the women and 1.76% of the men thought that their effort was lower. In both men and 

women there was a high number who considered their performance to be higher than 

expected of them, 21.52% of the women and 22.54% of the men. Some of them didn´t 

know or didn´t want to answer the question, 2.11% of the women and 2.82% of the 

men. Overall, there was no large difference between genders among this variable’s 

answers. 

 

Spearman correlations were performed twice, once (1) with the original variables and 

again (2) with the 2 new variables substituted in (Adult or no children instead of 

Division of time off for childcare and Leader instead of Position of leaders). It was 

important to have two performed to see how the new variables were correlated and this 

could not be incorporated all into one due to collinearity problems. Due to the size of 

correlation tables, the details of these are found in Appendix 11, but important aspects 

of it were mentioned here.   

 

In (1) Spearman, Salary and Male had a correlation of 0.3165 while (2) Spearman had 

0.2811 which are weak correlations. Position of leaders and Male had a (1) Spearman 

correlation of 0.1469 while (2) Spearman had Leader and Male correlation of 0.1938 

which are very weak correlations.  

Authorized

auditor

Approved

auditor

Auditor in

general

Support

function
Other

Women 33.63% 39.39% 57.89% 60.98% 71.64%

Men 61.37% 60.61% 42.11% 39.02% 28.36%

0.00%

20.00%

40.00%

60.00%

80.00%

Distribution of roles by gender



   
 

42 
 

4.2 Differences in wages among women and men 
 

To find out the differences in wages among women and men in the Swedish accounting 

and auditing industries the questions in the survey were formed so we could try the 

hypotheses: 

 

HA0: There is not a wage difference between women and men in the Swedish accounting 

and auditing industries  
HA1: There is a wage difference between women and men in the Swedish accounting 

and auditing industries 

 

If there was a correlation there, it may be related to the glass ceiling theory. 

 

We chose to separate those who worked full-time with those who worked part-time to 

get as fair a distribution as possible. Consideration was taken in this regard to make fair 

comparisons. Comparing fulltime employees against partime employees for their 

promotionalability or salary difference could be seen as comparing apples to oranges so 

this variable was separated to examine it fairly. On the highest salary level of 55 000 

SEK or more it was dominated by men, 76%, while the lowest level was only 

represented by women. There was an even wage distribution between women and men 

in the level of 40 000 – 44 999 SEK. The levels above that were dominated by men and 

the levels under were dominated by women. See Figure 12. 

 

 
Figure 12. Gender representation throughout salary levels in full-time 

employment.  
 

Of those who worked part-time, mostly men were still in the highest salary level. In the 

lowest level , 19 999 or less, there were only men. Between 20 000 – 34 999 there were 

only women. See Figure 13. 
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Figure 13. Gender representation throughout salary levels in part-time 

employment.  

 

We compared average salaries of those in the same top positions to see if there were any 

differences. In two of them there was an even distribution, Accounting Manager and 

Regional Manager. In one of them, Group Manager, women had a higher average 

salary, but in the other 5 positions that we had in our survey,  men had a higher average 

salary. The salary levels that we used are: 0=unknown, 1 =19999 or less,2=20000-

24999, 3=25000-29999, 4=30000-34999, 5=35000-39999, 6=40000-44999, 7=45000-

49999, 8=50000-54999, 9=55000 or more. See Figure 14. 

 

 
Figure 14. Average salary in higher positions. 

 

In our survey we asked if the respondent has an economic degree, the variable labelled 

College or university economics degree in Table 3, that would encompass both 

accounting and auditing related degrees among others. We divided the respondents into 
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two groups, those with a college or university economics degree and those without, to 

see if there were any differences in the salaries. Of all the respondents, 84% of the 

women and 94% of the men answered that they had an education in economics, which 

is a necessity to become an auditor for example. Looking at the distribution of wages, 

the men were in the higher levels. See Figure 15.  

 

 
Figure 15. Those with a college or university economics degree. 

 

Of those who answered that they didn´t have a college or university economics degree, 

69% of them were women and 31% of them were men. We saw that 35% of the men 

had the top salaries. See Figure 16. 
  

 
Figure 16. Those without a college or univerisity economics degree. 
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In Figure 17 we can see the average salary for some titles in our survey. There was a 

greater gap in salaries between women and men on the audit titles than on the other 

titles. We see that wage levels rise with the title. Support function is at the lowest wage 

level between 25000-29999 while authorized auditors are at salary level 45000-49999. 

At every level, men have a higher average salary. 

 

 
Figure 17. Salary distribution by gender among titles. 

 

We were curious to see if the salary differences between women and men could be 

correlated with gender. To test for the association between gender and salary several 

multiple regressions were executed using salary as a dependent variable. Their results 

mostly indicated (6 out of 7 models) that gender was a significant variable, at 5%, in 

their ols regression models. The Simple salary model had the highest adjusted R-

squared (58.01%) with an ols p value for gender at 0.005. To compare, the ologit gender 

p value was 0.006 which is still significant at 5%. Below in table 8 we have the ols and 

ologit regressions for the Simple salary model, but equations and further result details 

for the each of the other regressions run for salary models can be seen in Appendixes 8 

and 9.  
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Table 6: Simple salary model 

This table shows an ols and ologit of simple salary model which is a combination of 

variables which gave the highest adjusted R2 to explain salary. The variables division of 

time off for childcare and position of leaders were excluded for collinearity with adult 

or no children and leader respectively. 
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A Chi2 test was run in STATA in conjunction with a two way frequency table. Here in 

table 7 we can see that the Chi2 p value was significant at 0.000. 

 

Table 7: Pearson’s chi2 salary by male 

This table shows a two way frequency table with measures of association, Pearson’s 

chi2. 

Pearson’s chi2 salary by male 
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Salary by male was also tested with the two-sample Wilcoxon rank-sum (Mann-

Whitney) test. Here the results showed a z value of -7.009 with Prob > |z| = 0.000 which 

is statistically significant at 5%. 

Table 8: Ranksum salary by male 
Two-sample Wilcoxon rank-sum (Mann-Whitney) test 

Ranksum salary by male 

Male Obs Rank sum Expected 

0 (Female) 227 45111 55955.5 

1 (Male) 265 76167 65322.5 

combined 492 121278 121278.0 

 

Unadjusted variance  2471367.92 

Adjustment for ties    -77151.63 

Adjusted variance  2394216.29 

Ho: Salary(Female) = Salary(Male) 

z = -7.009 

Prob > |z| = 0.0000 

         

This data indicates that there is a correlation between salary and gender. We can 

therefore accept HA1: There is a wage difference between women and men in the 

Swedish accounting and auditing industries. 

 

4.3 Differences in positions among women and men 
 

To find out differences in positions among women and men in the Swedish accounting 

and auditing industries the questions in the survey were formed so we could try the  

hypotheses: 

 

HB1: There is a difference in position between women and men in the Swedish 

accounting and auditing industries 
HB0: There is not a difference in position between women and men in the Swedish 

accounting and auditing industries 

 

The hypotheses were formed so we could see if there were any differences in positions 

among women and men. If there was a difference there, it may be compared to the glass 

ceiling theory. 

 

In most of the top positions there was a gender balance. Although, if we look at all the 

top positions in our survey, 63,4% of them belongs to men. As an accounting manager 

there were only women respondents. As CEO´s and partner etc there were 70,69% men. 

Only 29,31% of the positions were held by women. As the other leadership position 

alternative there were mostly men, only 34% were women. See Figure 18. 
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Figure 18. Division of gender among leadership roles. This chart represents the 

responses given to the survey question regarding leadership roles. The percentages shown 

indicate the percentage of women in those roles.  

 

The results here were divided between position of leaders and leader. The position of 

leaders indicated where along a scale an individual fell while leader indicates if the 

individual was a leader or not. Both were important to investigate to see if there were 

indicators for gender inequalities to being a leader and for the various positions of 

leaders. In the analysis below we see in their respective sections that position of leaders 

and leader are the dependent variables. 

 

Position of leaders 

 

Three models looked at the position of leaders dependent variable and all of their results 

showed that gender was not a significant at a 5% significance level. Postition of leaders 

model 2 had the highest adjusted R2 at 25.67% and the details of that are below while 

the other position of leader models regressions can be found in Appendixes 8 and 9.  
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Table 9: Position of leaders model 2 

This table shows an ols and ologit of position of leaders model 2. The variables division 

of time off for childcare and leader were excluded for collinearity with adult or no 

children and position of leaders respectively. 
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The Chi2 test performed in connection with a two way frequency table showed that 

between position of leaders by male that the difference is significant. The Chi2 value 

was 16.3377 and p value was 0.038 which is significant at 5%. 

 

Table 10: Pearson’s chi2 position of leaders by male 

This table shows a two way frequency table with measures of association, Pearson’s 

chi2. 

Pearson’s chi2 position of leaders by male 
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Position of leaders by male was also tested with the two-sample Wilcoxon rank-sum 

(Mann-Whitney) test. Here the results showed a z value of -2.200 with Prob > |z| = 

0.0278 which is significant at the 5% significance level.  

 

Table 11: Ranksum position of leaders by male 
Two-sample Wilcoxon rank-sum (Mann-Whitney) test. 

Ranksum position of leaders by male 

Male Obs Rank sum Expected 

0 = no = Female 112 15716 17192 

1 = yes = Male 194 31255 29779 
combined 306 46971 46971 

 

Unadjusted variance 555874.67 

Adjustment for ties -105636.07 

Adjusted variance 450238.59 

Ho: Positi~s(Female) =Positi~s(Male) 

z = -2.200 

Prob > |z| = 0.0278 

         

Leaders 

 

Three models looked the Leader as a dependent variable and results indicated in all 3 

models that gender was not a significant variable at 5% significance level. The Leader  

model 1 had the highest adjusted R2 at 28.28% and the details of that model’s 

regressions can be viewed below. The other leader models’ regressions can be viewed in  

Appendixes 8 and 9.  
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Table 12: Leader model 1 

This table shows an ols and ologit of leader model 1. The variables adult or no children 

and position of leaders were excluded for collinearity with division of time off for 

childcare and leader respectively. 
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Results from the Chi2 tests for Leader by male indicated a significant difference. Below 

are the details of that test. 

 

Table 13: Pearson’s chi2 leader by male 

This table shows a two way frequency table with measures of association, Pearson’s 

chi2. 

Pearson’s chi2 leader by male 

 
         

Leader by male was tested with the two-sample Wilcoxon rank-sum (Mann-Whitney) 

test where the results showed a z value = -4.343 with Prob > |z| = 0.0000 which is 

significant at 5%. 

 

Table 14: Ranksum leader by male 
Two-sample Wilcoxon rank-sum (Mann-Whitney) test. 

Ranksum leader by male 

Male Obs Rank sum Expected 

0 = no = Female 227 51997 58112 
1 = yes = Male 284 78819 72704 

combined 511 130816 130816 
    

Unadjusted variance   2750634.67 

Adjustment for ties    -768243.67 

Adjusted variance      1982391.00 

Ho: Leader(Female)  =Leader(Male) 

z = -4.343 

Prob > |z | = 0.0000 
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This data would indicate that according to ols and ologit regressions neither position of 

leaders nor leader has gender as a significant variable; however, the Chi2 and rank sum 

tests for both position of leaders and leader have significant differences with gender at 

5%. Since the results are mixed on this topic, the more conservative result is that of the 

regressions since they include more variables than the Chi2 and rank sum tests. HB1: 

There is a difference in position between women and men in the Swedish accounting 

and auditing industries. 

 

4.4 Connection to the glass ceiling theory 
 

For us to be able to see if the results could be compared to the glass ceiling theory, we 

needed to accept both HA1 and HB1. Since the glass ceiling concentrates on the position 

at upper levels, the HB1 hypotheses was important to accept, but it was rejected. 

Therefore, we have not found a glass ceiling effect in place. 

 

A summary of regression results is included here to highlight in a glance that is only 

salary that has shown to have significant gender in its models. Due to significance of 

gender in the Chi2 and rank sum testing this result is made complicated. To error on the 

side of caution, the regressions were held at higher importance. Not only do regressions 

consider more variables than the Chi2 and rank sum tests, but both ols and ologit 

regressions could be run to see if ranking variables impacted the results. For the most 

part, results were the same either way. 

Table 15: Regression summary 

Regressions summary 

  OLS OLS OLOGIT 

Models Obs Adj. R2 Gender’s p values 

   P>|t| P>|z| 

Cotter's 4 criteria salary model 1 245 0.3146 0.031 0.038 

Cotter's 4 criteria salary model 2 422 0.5550 0.009 0.016 

Cotter's 4 criteria position of leaders model 245 0.1183 0.921 0.404 

Cotter's 4 criteria leader model 422 0.2445 0.131 0.131 

Salary model 1 116 0.3250 0.013 0.017 

Salary model 2 219 0.3086 0.012 0.016 

Salary model 3 179 0.4738 0.048 0.110 

Salary model 4 350 0.5395 0.083 0.123 

Position of leaders model 1 116 0.2535 0.393 0.369 

Position of leaders model 2 219 0.2567 0.901 0.752 

Leader model 1 179 0.2828 0.917 0.971 

Leader model 2 350 0.2675 0.390 0.365 

Simple salary model 441 0.5801 0.005 0.006 

 

4.5 Compilation of hypothesis testing 
 

In order to clarify the hypothesis test in our study, we present a summary of the total 

hypotheses in Table 16. In the table we see the hypotheses HA1 and HB1. The first 

hypotheses is accepted while the second is rejected which led to the conclusion that the 

glass ceiling is not in affect. The hypotheses HB1 would have to be accepted in order for 

us to conclude that there is a glass ceiling affect in place. The ols and ologit regressions 
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for Salary and Leader all had positive relationships with being male. When position of 

leaders was the dependent variable, the results were mixed. Cotter’s 4 criteria position 

of leaders model had positive relationships for being a male in both ols and ologit 

regressions, but position of leaders model 1 had negative relationships in both ols and 

ologit and position of leaders model 2 had a negative relationship in the ols regression 

but positive relationship in the ologit regression. 

Table 16: Summary of hypotheses acceptance and rejection 

  

 Summary of hypotheses acceptance and rejection 

 Hypotheses:  Accepted/Rejected 

HA0 There is not a wage gap between women and men in the 

Swedish accounting and auditing industries 

Reject 

HA1 There is a wage gap between women and men in the 

Swedish accounting and auditing industries 

Accept  

HB0 There is not a difference in position between women and 

men in the Swedish accounting and auditing industries 

Accept 

HB1 There is a difference in position between women and 

men in the Swedish accounting and auditing industries 

Reject 
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5 Analysis chapter 
 

Analysis of the facts and figures presented in the previous chapter takes place here. This 

is where we make conjectures based on information we have gained and relate them to 

the glass ceiling theory as well as hypotheses described in earlier chapters. We 

conclude this chapter with a discussion that links theory to the reality of our results. 

 

 

5.1 Timing and variables 
 

Given that our surveys went out during tax season and Easter holidays, we were very 

pleased with our response rate. We sent the survey to 4557 and got 541 answers which 

made the response rate 12.83%.  

 

There were a lot of variables that didn´t differ very much between women and men. We 

believe that this was why these variables did not affect the possible connection to the 

glass ceiling that much. As can be seen in Figure 8, there were very small differences 

between genders regarding marriage, having small children, recieved training from 

employer, or regarding if the individual had advanced in career.  

 

When we then looked at the leadership positions, bonus benefits, applied for leadership 

roles and didn’t receive it, full time work and higher education as variables with gender 

differentiations there was a greater difference between women and men. The greatest 

gap was in leader positions with 36,6% women and 63,4% men. Our descriptive 

statistics did show us that numerically there was a difference in representation in being a 

leader and position of leaders by gender. Since we did not see gender result as 

significant in our regressions for these variables, we could not say that this difference is 

gender based. 

 

When we looked at years of experience in Figure 5, the group 31 years or more had 

6.33% women but 25.44% men in our survey. The reason for this may be that there 

were very many highly-qualified auditors who responded to our survey. Because there 

are twice as many male than female accountants in Sweden, it can be a natural 

explanation for having worked for a long time. It has also been a male-dominated 

profession for many years.  
 

In Figure 6, the age distribution was fairly even in most of the ranges, except in the 2 

last ranges. The reason for this may be the same as above, that there were many 

authorized auditors who responded to our survey and they had many years of 

experience. 

 

5.2 Advancement 
 

The most important results were compared here; specifically, those regarding position, 

and gender. Just like Löfström (2012) our results showed more women at lower levels 

and more men at upper levels of the career ladder. See Figures 11 and 14.  

 

Figure 8 shows us that men advanced more often than women, which was what 

Månsson et al. (2013) also found. Our results found, even though this difference exists, 
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that they are still within our balanced range of 40% - 60%. According to U.S Glass 

Ceiling Commission (1995) the glass ceiling is about the barriers blocking women from 

advancing in the carreer ladder. In our survey men had ten percentage points more than 

women in advancement in carreer, but we could not find any barriers. 

 

5.3 Child care and careers 
 

It was very obvious that women took most of the time off for child care responsibilities. 

In Figure 7, 32,76% of the women and 5,93% of the men answered that they took most 

of the time off for child care. For 11,21% of the women and 57,07% of the men, they 

did not take most time off for child care. Månsson et al. (2013, pp.578-581) also found 

that women took the most responsibility for child care. In their study, 15% of the 

women and 2,5% of the men took more than 75% responsability. Of those who had 

under 25% involvement, 19% were women and 32% men. This contributed to the fact 

that women involved in childcare had more commissions than men with childcare. 

Which, in turn, led to the influenced choice of how families chose to lose the least 

income. An important finding for Månsson et al. (2013) was that men were penealized 

more for high involvement in child care. While we did not measure this in the same 

way, we did find a contradiction in our results. Our results showed in Figure 9 that more 

women than men with small children had a reduced chance of promotion. This connects 

to our research question as well as previous studies. We look at the barriers to womens 

promotion and equal pay and this would indicate that child care impacts that. 

 

5.4 Differences in salary 
 

Question number 10 about salary seemed to be the most sensitive question to answer 

since it received fewer answers than any other question. Questions 19 and 20 seemed 

also to be sensitive and they dealt with if parents with small children have as much 

chance of promotion as others. What we saw was a differential treatment of women 

when it came to salary. In almost every position the men had much higher salaries. That 

held true even if they had the same experience, education, etc. In both Figures 12 and 

13, there was a clear pattern where men represented the higher levels in salaries. That is 

both in those who work part or full-time.  

 

Löfström (2012, p.12) examined the monthly wages and found a gap with an average 

monthly wage for women of 36,709 SEK and 45,399 SEK for men. In our survey, the 

average wage for women was 5.93 and the average wage of men was 7.16. This would 

amount to about 40,000 SEK for women and slightly more than 45,000 SEK for men. 

Another interesting part of the whole is that 4.6% of women and 7.7% of men choose 

not to answer the question. It seems to be a more sensitive topic for men.  

 

The reasons for differences among women and men in salaries may be endless. We have 

not attempted to find underlying causes in this investigation. 

 

The simple salary model result from our survey showed an adjusted R2 of 58.01% had 

gender P>|t| at 0.005. We used this model’ to compare a previous study. Löfström’s 

(2012, p. 33) highest adjusted R-squared model was at 61.9%. Their encoding used 1 

for female, while ours used 1 for male. The coefficient in their model 6 for females was 

-0.069 while ours for males was 0.363. Their P>|t| was 0.004. Our results regarding 

salary agreed with Löfström's (2012, ) results. 



   
 

59 
 

 

Our regressions showed significance for gender regarding salary. This could provide 

support for a link to glass ceiling, but for that theory to be strengthened, a significance 

for leading positions must also be demonstrated. 

 

The Chi2 test for salary by male was tested after the regressions. This test told us that 

there is a significant (at 5%) difference between genders. After this, we had the two-

sample rank-sum test for salary by male. Those results also tell us there is a significant 

difference in salary medians by genders with a 5% significance level. 

 

5.5 Gender distribution top levels and titles 
 

Balance (2018, p. 21) showed that 25.8% of CEO or partners were female and in our 

study we found that 23% of the female auditors and 39% of the male auditors were 

CEO or partners in their company. This showed a likely representation of reality with 

both our study and Balance finding similar results. 

 

The audit busines has for a long time been a male dominated industry. In the report 

from January 2018 there were twice as many male auditors (Revisorsinspektionen, 

2018b). We know for a fact that there were many women who chose an education in 

economics so in a few years we may see more women as auditors (Löfström, 2012, p 6). 

Jonnergård et.al, (2010, p.731) found that there were fewer women auditors than men 

that are managers or partners. Jonnergård et. al., (2010, p. 735) found that gender 

distribution among junior auditors were almost even but only 10% of the auditors that 

became partners were women.  

 

We were able to compare Löfström’s (2012, p. 10) results to our own in regards to 

positions of leaders where their findings had more men at higher levels than in lower 

levels. Our results showed a large difference with men dominating at the CEO level but 

many other levels fell within the balanced range of 40-60% which is gender balanced. 

See Figure 18. At the position of accounting manager, we only had women in our 

responses. We don’t think that this reflects the reality. This also makes us think about 

how credible remaining results are. But we still hope that we have been able to capture a 

relatively credible picture of the distribution given the number of respondents who 

chose to participate in the survey. After all, we have not sent the survey to as many 

accountants as we have to auditors. This may be one of the reasons we did not manage 

to capture any more male account managers. 

 

Jonnergård et al. (2010, p. 730) found gender to be significant if they were manager 

(significance of 0.002), partner (0.000), specialist (0.011), equal career opportunities 

(0.000) but not for title (0.489). In comparison, we were unable to establish gender as 

significant for position. The position of leaders model 2 and the leader model 1 had the 

highest adjusted R2 values at 25.67% and 28.28% respectively, but neither had gender 

as a significant variable. 

 

Just like for the salary by male analysis, we also checked the position of leaders and 

leader by male  Chi2 and rank-sum tests. Both gave statisically signicant results at the 

5% significance level. These two statistical tests were also performed on leader by male 

and both gave statistically significant results at 5% significance level as well. Since we 

have divided up the position into both position of leaders and if they are a leader.  
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We look at the whole, all results for both leader and position of leaders, to conclude if it 

is significant. This means, with conflicting test results between regressions and Chi2 

and rank-sum tests, that we must error on the side of caution and presume there is no 

significant difference. 

 

5.6 Hypotheses 
 

As we determined that the glass ceiling theory involved not just salary but also 

positioning along the career ladder, we required both salary and position hypotheses to 

be accepted in order to answer our research question positively. Our results did not 

indicate this, as can be seen in Table 16, and therefore the answer to our research 

question is no. In Sweden, there are NOT gender differences in the audit- and 

accounting industries that can be compared to the glass ceiling theory based on a 5% 

significance level.   

 

5.7 Against the glass ceiling theory 
 

In comparison to the determinations against the glass ceiling theory (Eagly & Carli, 

2007), our understanding of the definition was much more open to begin with, as it was 

described in chapter 2.1. Even though our research found no glass ceiling effect, that 

does not disprove the metephor of the glass ceiling in itself. We found that position was 

not gender based which disproved our glass ceiling correlation while the Eagly & Carli 

study (2007) found the metephor in itself to be innacurate for representation of 

disparities between gender.  

 

The glass ceiling’s opposition from Zeng (2009) pointed out an issue with the theory by 

having found greater disadvantages at lower levels than at upper levels. While this did 

indeed disprove the glass ceiling even to the open ended definition standards we used, it 

did not take into account multiple forms of discrimination ongoing at the same time as 

the glass ceiling theory. While our use of the glass ceiling theory did not exclude others 

existing at the same time, it still found no gender based inequality on position which led 

to the conclusion of no overall glass ceiling theory being in effect.  
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6 Concluding chapter 
 

This thesis concludes with a presentation of conclusions drawn from the analysis 

chapter. Further discussion is made regarding how these findings relate to society in 

general as well. Finally, the concluding chapter ends with descriptions of how this study 

might be utilized or expanded upon and critique of what may be further investigated in 

related topics. 

 

6.1 Concluding 
 

The purpose of this study was to see if we could find a connection to the glass ceiling 

theory in the Swedish accounting and auditing industry. Based on the glass ceiling 

theory, hypotheses were formed which contributed to a review of these. The result of 

the study showed that to our standards there was not proof that the glass ceiling theory 

was in effect. The answer to our research question, In Sweden, is there gender 

differences in the audit- and accounting industries that can be compared to the glass 

ceiling theory? is no.  

 

We received an email from one of our respondents where he or she had some thoughts 

about our study. According to his or her experience, our survey had nothing to do with 

gender. The most important thing was how many customers could be gathered in their 

customer portfolio. That meant, how much money you contributed to the company. If 

you worked hard, struggled and worked overtime, weekends etc. then it gave results. 

This could mean that you advanced into the company and that you could finally become 

a partner in the company. This had absolutely nothing to do with what gender you had. 

But if we look at what we found, that mostly women were home taking care of children 

and took parental leave, it was not hard to figure out which ones had fewer chances to 

get promoted. Women or men with young children may have trouble with overtime and 

working holidays, if that is what it takes to advance in the career. This then provided the 

long term major advantage for (in most cases) men who could then spend more time and 

effort by working evenings and weekends to make up the client portfolio. If this was the 

only reason women had a glass ceiling, for example, Cotter et. al's (2011) studies would 

not be right at all. They considered that family factors did not matter for glass roofs, nor 

did they have these variables in their analysis. We believe that it absolutely can affect 

the situation and that it therefore belonged to the category of work achievement and 

work effort. 
 

If there has been a glass ceiling effect in the auditing and accounting industry before, we 

think it feels very good if it disappears. We could not find any big differences among 

women and men in top positions, but on the other hand, we did among the wages. 

According to GAP (2017, p. 25), it may take 217 years before equality between women 

and men's wages, but of course we hope that it will not be so long. 

 

6.2 Contribution 
 

This study not only contributed to the glass ceiling theory, but also to the accounting 

and auditing industries. Testing the theory using both Cotter’s 4 Criteria as well as the 

general definition allowed us to explore the theory fully. We were able to see that the 

Cotter Criteria was not an achievable model for all research scenarios such as ours. This 
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contributed to the future utilization of that model and its modifications to expand its 

usefullness. The broadness of the general understanding of the glass ceiling let us 

analyze gender differences from multiple angles. This meant contribution to the theory 

by adding our understanding to the research in existence.  

 

Accounting and auditing industries were contributed to by displaying the most up to 

date analysis of their current status regarding gender balance. This information could 

aid agencies in their progress towards a gender balanced status to see where 

improvement was needed and what was working well for them. 

 

The most important information learned which was a contribution to knowledge in 

general was that while salary did have a gender based difference, position did not. Since 

years of experience was strongly related to salary, hopefully with time and experience, 

salary should balance out between the genders.  

 

6.3 Practical recommendations 
 

For the companies and agencies with accountants and auditors, there were a few 

recommendations made. Do not rely on numbers alone to represent the gender balance 

of your workplace. They do not explain the organizational culture like an internal 

qualitative inspection with anonymous interviews can. A combination of the two gives a 

more holistic view. The world is competitive and to compete all types of people are 

needed, that means being inclusive as a company. 

 

For the accountants and auditors, openness was viewed as lacking. Even with 

anonymity in the survey, some were conservative in opening up about their salary. This 

would be even more so in person where there is no anonymity. Being clear with each 

other about standards of pay and of the same understanding as your union, if applicable, 

gives strength in numbers to demand equal pay for equal work. Considering the gender 

based salary difference we found, it will likely be found in reality as well. Since there 

are earlier studies that mean diversity is valuable to the company in many areas, it is 

very important to try to strive for it to strengthen both the company and its employees. 

Women and men should therefore work together to achieve the desired equality between 

genders which means not only women demanding equality, but men demanding it as 

well. 

 

6.4 Social and ethical implications 
 

During the course of the study, a certain amount of compliance with the meaning and 

intention of laws was expected from agencies we researched. While the laws were 

followed to the letter, there were limited signs that the intention was being followed. 

While all of the applicable companies included at least the bare minimum in 

numicerical information required of the law regarding gender such as in the 2017 Law 

about changes in the Annual accounting (Sw.: Lag (2016:947) om ändring i 

årsredovisningslagen (1995: 1554) (SFS 2016:947), there was not always a report, or 

information offered, regarding detected gender differences in salary at each level of the 

hierarchy. While the information on it is not neccessary to make public, an investigation 

is required, 2017 Law of changes in the Discriminations Act (Sw.: Lag om ändring i 

diskrimineringslagen (SFS 2008:567)) (SFS 2016:828, Ch 3, 8 §), every year with the 

responsibility on the employer to detect and remedy it. 
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As the law specifically mentioned salary differences based on gender and our research 

did find a correlation to exist, that indicates further studies and possibly remedies 

currently need to be made. The laws reflect society’s morals. Therefore, our research 

showed society where there has been a failure in gender balance for salary. This is also 

a motivation to improve and strive after a better gender balance status. 

 

We have been open to reporting which methods we have used, referred to correct 

sources, and throughout this study we have been transparent. Also, we have not made 

any violations in our work. This in turn should not lead to any ethical or social 

problems. All of our respondents who participated in the study have been anonymous. 

There is nothing that can link them to their questionnaire. Not even we know which 

email address is tied to which response it came from. We have processed sensitive 

personal data such as salary. We therefore need to take into account the ethical 

considerations that concern the individual's integrity. To do this we use great care to 

maintain anonymity for each response. We have taken public documents in the form of 

annual reports. We have chosen to publish the company names, which can lead to 

ethical and societal consequences. We compared the gender balance of the different 

companies in terms of salaries and managerial positions, and the differences between 

the different companies. 

 

6.5 Limitations and future studies 
 

Our study was limited by time and access. Performing the study and reaching as many 

respondents as possible was time consuming. With more time we would have had more 

possibilities to reach more individuals and further perfect our survey and its analysis. 
 

Recommendations for future studies: 

• Focus your study on even more accounting economics, authorised consultants, 

etc.  working in the accunting business. It would be interesting to have a larger 

group from which to sample and analyise difference between women and men.  
• Study gender inequalities within other branches, study how the division of 

women and men looks regarding salary and leader positions. For example, in the 

financial world, banks, stock companies, etc. We know for a fact that on the 

board and management of listed companies, 95% of the chairmen and 94% of 

the CEOs were men. (SCB, 2016, p. 98). Because there is such an uneven 

gender distribution within the headlines, it is an area that would be very 

interesting to study.  

• Include several variables such as ethnicity, time from getting their education 

until they get their title, more top positions, more titels, etc. This could lead to 

finding out how many years of experience needed after education to advance to 

higher positions. It could also indicate whether ethnicity may have something to 

do with not being able to advance or get a lower salary. 
• When doing av quantitative study, do it with open questions where the 

respondents can fill in the answers. In our survey, we had a question about titles 

where we received many answers to “the other” current title. It would be 

interesting to know which titles it is about to make the analysis more  
fair and clear picture of which titles actually the respondents have. 

• We found a theory that didn´t agree with the glass ceiling theory called the 

labyrinth. It would be interesting to see if there is a connection to the labyrinth 
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in accounting and audit business. It would also be interesting to see if the sticky 

floor connects to the accounting and auditing business when this theory deals 

with the lower rungs of the career ladder. 
• Because there are many fewer female auditors in Sweden, it would be interesting 

to investigate if something is done to attract more of them in any way. Either at 

office-level where you must go next to an authorized auditor for 3-4 years in 

order to complete his or her auditor exam or at the level of university, if there 

are approaches to attract more women to economics studies. 
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Appendix 1 – Societal changes and relevance 

 

The Centre for Business and Policy Studies, known in Swedish as the Studieförbundet 

Näringsliv och Samhälle (SNS), co-authored and published a Swedish-Norwegian work 

called Women's lives and work (Sv: Kvinnors liv och arbete) in 1962 which attracted a 

great deal of attention from media, politicians, union representatives and women 

activists (Dahlström et al., 1962; Blomberg et al., 2013. pp. 7-9). Together with a classic 

article by Eva Moberg called Women's conditional release (Sv: Kvinnors villkorliga 

frigivning) (Moberg, 1961) the book has been referred to as the starting point for the 

gender role debate in Sweden. This changed the way of talking and thinking about the 

relationships between men and women in working life. They began to talk about 

women's and men's conditions in society, and included researchers, politicians and 

activists in these talks. (Dahlström et al., 1962; Blomberg et al., 2013. pp. 7-9; Moberg, 

1961). 

 

In Women's lives and work, they concluded that the limited and stereotypical gender 

roles that existed represented oppression of both sexes. The central message in the book 

is that financial independence opens the way for gender equality. It was this equality 

that allowed women to start working and for more women to become entrepreneurs 

(Dahlström et al., 1962; Blomberg et al., 2013. pp. 7-9). 

 

Many forecasts showed in the 60's that economic growth would be threatened unless the 

labor shortage could be solved. An active labor and market policy (SOU 1962: 10, pp. 

96-157)  required married women to go to work. (Blomberg et.al. 2013. p. 57). There 

was a recession during the 70's and the need was not as strong for female labor but this 

did not prevent women from continuing on their way to work. The proportion of 

employed women increased between 1960-1990 from around 50% to 81%. (Blomberg 

et.al., 2013, p. 58). 

 

In 1980, Sweden established a new law about equality between men and women in 

work life. (Sw.: Lag om jämställdhet mellan kvinnor och män i arbetslivet) (SFS 

1979:1118). The law aimed to promote the equal rights of women and men in terms of 

work, working conditions and development opportunities at work. An authority called 

the Equal Opportunities Ombudsman and a Gender Equality Committee was formed 

with the aim of ensuring compliance with the law. 

  

In 1992, the new law, the Equal Opportunities Act (Sw.: Jämställdhetslagen) (SFS 

1991:433), took effect and replaced the old law from 1980. This law aimed to improve 

women's conditions in the workplace. It was more about non-discrimination, 

employment policy, promotion of employment, and employment services. It also 

contained that the employers had to make it easier for all the employees, regardless of 

gender, to combine parenthood and employment.  

 

In January 2009, the Equality Ombudsman was formed and the Equal Opportunities 

Ombudsman ceased to exist as its duties were encompased by the Equality 

Ombudsman. (SCB, 2016, p. 8). This occured because of a new law that replaced the 

Equal Opportunities Act of 1992 and other laws about discrimination. This law is called 

the Discrimination Act (Sw.: Diskrimineringslag) (SFS 2008:567). The duties of the 

Equality Ombudsman is to supervise compliance with this Act and encourage those to 

whom the Act applies to comply with it voluntarily.  
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In 2017, the Law of changes in the Discrimination Act (Sw.: Lag om ändring i 

diskrimineringslagen (SFS 2008:567)) (SFS 2016:828) is added to the Discrimination 

Act that the employers have a responsibility to detect, remedy, and prevent 

unreasonable differences in salaries among men and women. Every year they have to 

investigate if any group of people with the same duties has equal pay. 

 

According to a report from the Key Ratio Institute (Nyckeltalsinstitutets Årsrapport 

2017), a new law is introduced from January 2017. (Sv.: Lag (2016:947) om ändring i 

årsredovisningslagen (1995: 1554) (SFS 2016:947) It was an important EU directive 

that resulted in a law governing changes to the Annual Accounts Act. Companies and 

nonprofit organizations will maintain a sustainability report where non-financial 

information is available in four areas: Environment, Social Conditions and Staff, 

Respect for Human Rights and Anti-Corruption. In the non-financial section of the 

sustainability report, information about staff and social conditions must be provided. 

For example, information about the gender distribution among senior executives is 

requested. 
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Appendix 2 - JÄMIX explained 
 

In Sweden there is the Gender Equality Index, called JÄMIX. This has been developed 

together with the former Gender Equality Ombudsman. This index illustrates how 

gender equality looks in the organization being investigated. The index is based on the 9 

key figures: Occupational Groups, Management Team, Equal Career Opportunities, 

Salary, Long-Term Absence, Parenthood, Part-time, Fixed-term Employment and 

Active Equal Opportunities. With this index, the companies are able to compare 

themselves to other participating companies. (Nyckelalsinstitutet, 2018) 

 

 
Figure 19: Gender gap by country, 2017. Source: GAP (2017). 
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Appendix 3 – Swedish survey 

 

Vänligen ta en minut att fylla i detta formulär!  

  

Vi är två studenter från Handelshögskolan vid Umeå Universitet som skriver vårt 

Examensarbete under våren 2018. Syftet med studien är att studera vilka 

karriärmöjligheter som kvinnor och män har inom redovisnings- och revisionsbranschen 

samt vilka eventuella hinder som kan finnas för att göra karriär.  

  

Vi vill försäkra Dig om att Du är anonym och att svaren kommer att behandlas 

konfidentiellt. Ju fler svar vi får in, desto mer exakt kommer vår information att vara. 

Därför är Ditt deltagande mycket uppskattat. 

  

Det kommer att kunna vara möjligt att besvara enkäten till och med den 8e april. 

  

Tack för att Du vill delta i vår enkätundersökning! 

  

Lacey Näsman (lale0016@student.umu.se) & Malin Olsson 

(maol0068@student.umu.se) 

 

1. Arbetar du aktivt inom redovisnings- eller revisionsbranschen? 

a. Ja 

b. Nej 

2. Hur många års erfarenhet har du inom ditt yrke? 

a. 0–5 

b. 6–10 

c. 11–15 

d. 16–20 

e. 21–25 

f. 26–30 

g. 31 eller mer 

3. Vilket är ditt kön? 

a. Kvinna 

b. Man 

c. Annat 

4. Vilken är din ålder? 

a. 18–24 

b. 25–34 

c. 35–44 

d. 45–54 

e. 55–65 

f. 66 eller äldre 

5. Är du gift eller sambo? 

a. Ja 

b. Nej 

c. Vet ej / Vill inte svara 

6. Om du har barn, hur fördelar ni föräldraledighet och vård av barn (VAB) inom 

hushållet? 

a. Jag har inga barn / Jag har vuxna barn 

b. Jag tar ut mest tid för föräldraledighet och VAB 

mailto:lale0016@student.umu.se
mailto:maol0068@student.umu.se
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c. Jag tar inte ut mest tid för föräldraledighet och VAB 

d. Vi delar lika på föräldraledighet och VAB 

e. Vet ej / Vill inte svara 

7. Har du högskole- eller universitetsexamen inom ekonomiområdet? 

a. Ja 

b. Nej 

8. Vilket företag arbetar du på? 

a. Deloitte, EY, KPMG, PwC 

b. BDO, Grant Thornton 

c. Annat 

9. Jobbar du heltid? 

a. Ja 

b. Nej 

c. Vet ej / Vill inte svara 

10. Vad är din lön (före skatt)? 

a. 19 999 eller under 

b. 20 000 – 24 999 

c. 25 000 – 29 999 

d. 30 000 – 34 999 

e. 35 000 – 39 999 

f. 40 000 – 44 999 

g. 45 000 – 49 999 

h. 50 000 – 54 999 

i. 55 000 eller mer 

j. Vet ej / Vill inte svara 

11. Vilket av följande alternativ överensstämmer bäst med din roll inom företaget? 

a. Auktoriserad revisor 

b. Godkänd revisor 

c. Revisor övrigt 

d. Supportfunktion ex revisorsassistent, ekonomiassistent, etc. 

e. Annat 

12. Om du har en arbetsledande befattning, vilket av följande alternativ beskriver 

din position bäst? 

a. Har ingen arbetsledande befattning 

b. VD, delägare, etc. 

c. Regionchef 

d. Platschef, kontorschef 

e. Gruppchef 

f. Personalchef 

g. Ekonomichef, Controller, etc. 

h. Revisionschef 

i. Redovisningschef 

j. Annat 

13. Har du fått internutbildning/fortbildning av din arbetsgivare för att utvecklas 

inom ditt yrke? 

a. Ja 

b. Nej 

c. Vet ej / Vill inte svara 

14. Hur väl inser du att dina prestationer och din arbetsinsats överensstämmer med 

de förväntningar som ingår i din tjänst? 
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a. Mina prestationer och min arbetsinsats är lägre än vad som förväntas av 

mig 

b. Mina prestationer och min arbetsinsats motsvara vad som förväntas av 

mig 

c. Mina prestationer och min arbetsinsats är högre än vad som förväntas av 

mig 

d. Vet ej / Vill inte svara 

15. Har du sökt en chefstjänst som du inte har fått? 

a. Ja 

b. Nej 

c. Vet ej / Vill inte svara 

16. Har du vid något tillfälle fått en bonus eller annan form av ekonomisk förmån av 

din arbetsgivare utöver din lön? 

a. Ja 

b. Nej 

c. Vet ej / Vill inte svara 

17. Har du avancerat i din karriär genom att få ökade befogenheter eller ansvar 

under tiden som du har jobbat inom ekonomi? 

a. Ja 

b. Nej 

c. Vet ej / Vill inte svara 

18. Enligt din erfarenhet, har kvinnor och män lika stor chans att få befordran på ditt 

företag? 

a. Kvinnor har större chans att bli befordrade än män 

b. Män har större chans att bli befordrade än kvinnor 

c. Kvinnor och män har lika stor chans att bli befordrade 

d. Vet ej / Vill inte svara 

19. Enligt din erfarenhet, har kvinnliga småbarnsföräldrar lika stor chans som övriga 

att få en befordran på ditt företag? 

a. Ja 

b. Nej 

c. Vet ej / Vill inte svara 

20. Enligt din erfarenhet, har manliga småbarnsförädrar lika stor chans som övriga 

att få en befordran på ditt företag? 

a. Ja 

b. Nej 

c. Vet ej / Vill inte svara 
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Appendix 4 – English survey 

 

Please take a minute to complete this form! 

 

We are two students from the School of Economics at Umeå University who are 

currently writing our master’s thesis during spring of 2018. The aim of this research is 

to study what career opportunities women and men have in the accounting and audit 

industries and what potential barriers may exist for making a career. 

 

We want to assure you that you are anonymous and that the responses will be treated 

confidentially. The more answers we get in, the more accurate our information will be. 

Therefore, your participation is highly appreciated. 

 

It is possible to answer this questionnaire until April 8th. 

 

Thank you for your participation in our survey! 

 

Lacey Näsman (lale0016@student.umu.se) & Malin Olsson 

(maol0068@student.umu.se) 

 

 

1.  Do you actively work in the auditing or accounting industry? 

a. Yes 

b. No 

2. How many years of experience do you have at your job? 

a. 0–5 

b. 6–10 

c. 11–15 

d. 16–20 

e. 21–25 

f. 26–30 

g. 31 or more 

3. What is your gender? 

a. Female 

b. Male 

c. Other 

4. What is your age? 

a. 18–24 

b. 25–34 

c. 35–44 

d. 45–54 

e. 55–65 

f. 66 or older 

5. Are you married or cohabitating? 

a. Yes 

b. No 

c. Don't know / Don't wish to answer 

6. If you have children, how do you divide parental leave and child care within 

your household? 

a. I do not have any children / I have adult children 

mailto:lale0016@student.umu.se
mailto:maol0068@student.umu.se
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b. I take out most of the time for parental leave and child care 

c. I don’t take out most of the time for parental leave and child care 

d. We divide equally the time take out for parental leave and child care 

e. Don't know / Don't wish to answer 

7. Do you have any post-secondary or university level degrees in the field of 

economics? 

a. Yes 

b. No 

8. Which company do you work for? 

a. Deloitte, EY, KPMG, PwC 

b. BDO, Grant Thornton 

c. Other 

9. Do you work full time? 

a. Yes 

b. No 

c. Don't know / Don't wish to answer 

10. What is your salary (before taxes)? 

a. 19 999 or less 

b. 20 000 - 24 999 

c. 25 000 - 29 999  

d. 30 000 - 34 999  

e. 35 000 - 39 999  

f. 40 000 - 44 999  

g. 45 000 - 49 999  

h. 50 000 - 54 999  

i. 55 000 or more 

j. Don't know / Don't wish to answer 

11. Which of the following terms best describe your role in the company? 

a. Authorized auditor 

b. Approved auditor 

c. Auditor in general 

d. Support function such as an auditor's assistant or economic assistant  

e. Other 

12. If you have a leadership function, which of the following terms best describe 

your position best? 

a. I don't have a leadership function 

b. VD, partner, etc. 

c. Regional manager 

d. Location manager, office manager 

e. Group manager 

f. Personnel manager  

g. Economy manager, controller, etc.  

h. Audit manager 

i. Accounting manager 

j. Other 

13. Have you received training from your employer to develop within your 

profession? 

a. Yes 

b. No 

c. Don't know / Don't wish to answer 
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14. How well do you think your achievements and work efforts are in line with 

those expected by your employer? 

a. My achievements and work efforts are lower than expected of me. 

b. My achievements and work efforts are the same as what is expected of 

me. 

c. My achievements and work efforts are higher than expected of me. 

d. Don't know / Don't wish to answer 

15. Have you applied for any leadership roles which you did not then receive? 

a. Yes 

b. No 

c. Don't know / Don't wish to answer 

16. Have you ever received a bonus or other financial benefit other than your salary 

from your employer? 

a. Yes 

b. No 

c. Don't know / Don't wish to answer 

17. Have you advanced in your career by gaining increased authority or 

responsibility during the time you have worked in economy? 

a. Yes 

b. No 

c. Don't know / Don't wish to answer  

18. According to your experience, do women and men have equal chances to be 

promoted at your company? 

a. Women have better chances to be promoted than men 

b. Men have better chances to be promoted than women 

c. Women and men have equal chances to be promoted 

d. Don't know / Don't wish to answer 

19. According to your experience, do women with small children have equally sized 

chances as others to be promoted at your company?` 

a. Yes 

b. No 

c. Don't know / Don't wish to answer 

20. According to your experience, do men with small children have equal sized 

chances as others to be promoted at your company? 

a. Yes 

b. No 

c. Don't know / Don't wish to answer 
 

 

  



   
 

80 
 

Appendix 5 – Reminders in Swedish and English 

 

In addition to the survey the following Swedish text was sent as a reminder. Below that 

is an English translation.  

 

Reminder 1: 

 

Hej!  

Här kommer en påminnelse till vår enkät. Om du redan har svarat ber vi dig att bortse 

från denna. Vi vill påminna er som inte har haft chansen att svara på enkäten än att den 

fortfarande är öppen och ju fler som deltar desto bättre blir resultatet. Vi ser fram emot 

ditt deltagande!  

Tack, 

Malin &  Lacey 

 

Hey! 

Here's a reminder of our survey. If you have already responded, we ask you to please 

disregard this email. We want to remind you who have not had the chance to answer the 

survey than it is still open and the more people participating the better the result. We 

look forward to your participation! 

Thanks, 

Malin & Lacey 

 

Reminder 2: 

 

Hej!  

Här kommer den sista påminnelsen till vår enkät. Om du redan har svarat ber vi dig att 

bortse från denna. Vi vill påminna er som inte har haft chansen att svara på enkäten än 

att den fortfarande är öppen och ju fler som deltar desto bättre blir resultatet. Vi ser fram 

emot ditt deltagande!  

Tack,  

Malin & Lacey 

 

Hey! 

Here's the last reminder for our survey. If you have already responded, we ask you to 

please disregard this email. We want to remind you who have not had the chance to 

answer the survey than it is still open and the more people participating the better the 

result. We look forward to your participation! 

Thanks, 

Malin & Lacey 
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Appendix 6 – Models 

 

Cotter's 4 criteria salary model 1 = β0 + β1 Experience in years + β2Male + β3College 

or university economic degree +  β4Role + β5Position of leaders + β6Internal education 

+ β7Achievements and work effort + β8Bonus +  β9Advanced +  β10Chance for 

advancement + Risidual 

 

Cotter's 4 criteria salary model 2 = β0 + β1 Experience in years + β2Male + β3College 

or university economic degree +  β4Role + β5Leader + β6Internal education + 

β7Achievements and work effort + β8Bonus +  β9Advanced +  β10Chance for 

advancement + Risidual 

 

Cotter's 4 criteria position of leaders model = β0 + β1E Experience in years + β2Male + 

β3College or university economic degree +  β4Salary + β5Role + β6Internal education + 

β7Achievements and work effort + β8Bonus +  β9Advanced +  β10Chance for 

advancement + Risidual  

 

Cotter's 4 criteria leader model = β0 + β1 Experience in years + β2Male + β3College or 

university economic degree +  β4Salary + β5Role + β6Internal education + 

β7Achievements and work effort + β8Bonus +  β9Advanced +  β10Chance for 

advancement + Risidual 

 

Salary model 1 =  β0 + β1Experience in years + β2Male + β3Age + β4Married or 

cohabitating + β5Division of time off for childcare + β6College or university economic 

degree + β7Big 4 agency + β8Full time + β9Role + β10Position of leaders +  β11Internal 

education +  β12Achievements and work effort + β13Applied for and denied leader 

position + β14Bonus + β15Advanced + β16Chance for advancement + β17Women with 

small children have just as large chance for advencement as others + β18Men with 

small children have just as large chance for advencement as others + Residual 

Salary model 2 =  β0 + β1Experience in years + β2Male + β3Age + β4Married or 

cohabitating + β5Adult or no children + β6College or university economic degree + 

β7Big 4 agency + β8Full time + β9Role + β10Position of leaders +  β11Internal 

education +  β12Achievements and work effort + β13Applied for and denied leader 

position + β14Bonus + β15Advanced + β16Chance for advancement + β17Women with 

small children have just as large chance for advencement as others + β18Men with 

small children have just as large chance for advencement as others + Residual 

Salary model 3 =  β0 + β1Experience in years + β2Male + β3Age + β4Married or 

cohabitating + β5Division of time off for childcare + β6College or university economic 

degree + β7Big 4 agency + β8Full time + β9Role + β10Leader +  β11Internal education 

+  β12Achievements and work effort + β13Applied for and denied leader position + 

β14Bonus + β15Advanced + β16Chance for advancement + β17Women with small 

children have just as large chance for advencement as others + β18Men with small 

children have just as large chance for advencement as others + Residual 

Salary model 4 =  β0 + β1Experience in years + β2Male + β3Age + β4Married or 

cohabitating + β5Adult or no children + β6College or university economic degree + 

β7Big 4 agency + β8Full time + β9Role + β10Leader +  β11Internal education +  

β12Achievements and work effort + β13Applied for and denied leader position + 

β14Bonus + β15Advanced + β16Chance for advancement + β17Women with small 
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children have just as large chance for advencement as others + β18Men with small 

children have just as large chance for advencement as others + Residual 

Position of leaders model 1 = β0 + β1Salary + β2 Experience in years + β3Male + β4Age 

+ β5Married or cohabitating + β6Division of time off for childcare + β7College or 

university economic degree + β8Big 4 agency + β9Full time + β10Role +  β11Internal 

education +  β12Achievements and work effort + β13Applied for and denied leader 

position + β14Bonus + β15Advanced + β16Chance for advancement + β17Women with 

small children have just as large chance for advencement as others + β18Men with 

small children have just as large chance for advencement as others + Residual 

Position of leaders model 2 = β0 + β1Salary + β2 Experience in years + β3Male + β4Age 

+ β5Married or cohabitating + β6Adult or no children + β7College or university 

economic degree + β8Big 4 agency + β9Full time + β10Role +  β11Internal education +  

β12Achievements and work effort + β13Applied for and denied leader position + 

β14Bonus + β15Advanced + β16Chance for advancement + β17Women with small 

children have just as large chance for advencement as others + β18Men with small 

children have just as large chance for advencement as others + Residual 

Leader model 1 = β0 + β1Salary + β2 Experience in years + β3Male + β4Age + 

β5Married or cohabitating + β6Division of time off for childcare + β7College or 

university economic degree + β8Big 4 agency + β9Full time + β10Role +  β11Internal 

education +  β12Achievements and work effort + β13Applied for and denied leader 

position + β14Bonus + β15Advanced + β16Chance for advancement + β17Women with 

small children have just as large chance for advencement as others + β18Men with 

small children have just as large chance for advencement as others + Residual 

Leader model 2 = β0 + β1Salary + β2 Experience in years + β3Male + β4Age + 

β5Married or cohabitating + β6Adult or no children + β7College or university economic 

degree + β8Big 4 agency + β9Full time + β10Role +  β11Internal education +  

β12Achievements and work effort + β13Applied for and denied leader position + 

β14Bonus + β15Advanced + β16Chance for advancement + β17Women with small 

children have just as large chance for advencement as others + β18Men with small 

children have just as large chance for advencement as others + Residual 

Simple salary model =  β0 + β1Experience in years + β2Male + β3Adult or no children + 

β4Big 4 agency + β5Full time + β6Role + β6Leader + β7Internal education + β8Applied 

for and denied leader position + β9Bonus + β10Advanced + Residual 
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Appendix 7 – Cotter’s criteria regressions 

Table 17: Cotter's 4 criteria salary model 1 

This table shows an ols and ologit regression of Cotter’s 4 criteria salary model 1. 
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Table 18: Cotter's 4 criteria salary model 2 

This table shows an ols and ologit regression of Cotter’s 4 criteria salary model 2. 
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Table 19: Cotter's 4 criteria position of leaders model  

This table shows an ols and ologit regression of Cotter’s 4 criteria position of leaders 

model. 
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Table 20: Cotter's 4 criteria leader model 

This table shows an ols and ologit regression of Cotter’s 4 criteria leader model. 
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Appendix 8 – Regressions 

Table 21: Salary model 1 

This table shows an ols and ologit of salary model 1. The variables adult or no children 

and leader were excluded for collinearity with division of time off for childcare and 

position of leaders respectively. Upon adding the last variable, no convergence was 

achieved. 
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Table 22: Salary model 2 

This table shows an ols and ologit of salary model 2. The variables division of time off 

for childcare and leader were excluded for collinearity with adult or no children and 

position of leaders respectively. 
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Table 23: Salary model 3 

This table shows an ols and ologit of salary model 3. The variables adult or no children 

and position of leaders were excluded for collinearity with division of time off for 

childcare and leader respectively. 
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Table 24: Salary model 4 

This table shows an ols and ologit of salary model 3. The variables division of time off 

for childcare and position of leaders were excluded for collinearity with adult or no 

children and leader respectively. 
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Table 25: Position of leaders model 1 

This table shows an ols and ologit of position of leaders model 1. The variables adult or 

no children and leader were excluded for collinearity with division of time off for 

childcare and position of leaders respectively. 
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Table 26: Leader model 2 

This table shows an ols and ologit of leader model 2. The variables division of time off 

for childcare and position of leaders were excluded for collinearity with adult or no 

children and leader respectively. 
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Appendix 9 – Correlations 

 

Table 27: Spearman 1     Table 28: Spearman 2 
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