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Abstract - The purpose of this paper is to investigate the career progression of women accountants in Sudan; and as such 

focuses on the factors that both enhance and hinder the advancement of women along the career ladder in this profession. A 

questionnaire survey was addressed to a sample of 40 women accountants working in business companies and banks in 

Khartoum. Purposive sampling technique was used to select the organizations with the highest and those with the lowest 

women representation. Sixteen companies and banks were selected. Data was analyzed using simple frequencies. The findings 

show that the most significant factors which led the women to join the accounting profession include job satisfaction, 

prestigious status and high income. The results also show that barriers hindering the advancement of women along the career 

ladder are mainly gender discrimination, the glass ceiling, the conflicts between the demands of their professional and 

personal lives, and other social factors. The major recommendations also provide an improved understanding of the barriers 

hindering the career progression of women accountants and as such can also be used by firms to devise effective strategies to 

promote women to the top and tap into their potential. 
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I. INTRODUCTION 
Despite the enacting of numerous regulations 
worldwide concerning gender issues, and the 
establishment of numerous associations committed to 
women rights in the workplace, the application of such 
regulations in practice has been limited, even in 
more-developed countries. In the particular area of the 
accounting profession, several studies were 
undertaken to analyse the relatively low number of 
women in the professional accounting industry who 
have advanced in their career and positions (Dambrin 
and Lambert, 2008; Ramdhony, Oogarah-Hanuman 
and Samir, 2013; Dorcas, Obiamaka and Folashade, 
2014; Lindawati and Smart, 2015). While there are 
arguments that this difference in numbers is somewhat 
decreasing (Flynn, Earlie and Cross, 2015), the 
likelihood of gender discrimination still largely exists. 

                                                        
 

In the last decade of the twentieth century the 
Sudanese government started to pay attention to the 
representation of women in the different professions. 
The Sudanese legislation section 32(2) requires equal 
rights for employment and equal pay for women and 
men (Petrova, 2013). Accordingly more 
representation of women is seen in both public and 
private sectors. Women have started to hold 
prominent positions such as ministers, parliament 
members and mangers. But yet men are considered a 
majority especially in leadership positions. 
It can be hard to believe a gender bias still exists in 
any employment industry, but unfortunately, this is 
still a very big problem — and the accounting 
industry is no exception (Jacobs and Schain, 2009; 
Flynn, Earlie and Cross, 2015). Currently the number 
of female certified accountants in Sudan is very few 
in comparison to men. In total and as per the statistics 
from the Sudanese Accountancy and Audit Profession 
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Organization Council in 2015 (Abdalla, 2017), the 
total number of certified accountants is seventy four 
of which only seven are females. It is mainly because 
of hidden gender bias like in many other professions. 
This bias makes it almost impossible to break through 
the glass ceiling. 
The term glass ceiling also appears in literature as 
invisible or artificial barriers that are obstacles for 
individual females, not because of their inability to 
handle higher-level jobs, but because as a group they 
are held from moving higher up since they are 
women (Benschop and Brouns, 2003). Previous 
research identified numerous factors that create a 
glass ceiling. The first one is the gender bias. 
Gammie and Gammie (1997) have stated that there is 
segregation between men and women in accountancy 
firms. Men are found to be occupying more 
prestigious position while women perform more 
routine jobs in the profession. Accordingly women in 
the field of accountancy are less likely to succeed. 
Hence the objective of this study is to: 
 Examine the factors affecting career progression 

among women accountants in Sudan; 
 Identify the possible challenges women 

accountants face, and 
 Identify possible ways which will make women 

accountants stay in an organization. 
 
II. RESEARCH METHODOLOGY 
 
This study was conducted in Khartoum (Capital city 
of Sudan) as most of the companies exists in this area. 
A descriptive research design has been adopted. In 
addition, a survey was used to identify the barriers 
and challenges facing Sudanese women accountants 
in their workplace. The questionnaire consisted of 4 
sections where the first section provides information 
about theprofile and background of the respondents. 
The second section relates to the factors that 
attractwomen into the accounting profession. Section 
threeaims to identify the barriers which hinder women 
advancement along the career ladder. The last section 
seeks to identify any possible solutions for mitigating 
the barriers which face the women accountants. 

Purposive sampling was applied because the 
researchers aim to address a problem that is common 
to all the sample participants and also chose specific 
women within the population of female accountants. 
The participants included women who hold top 
positions namely, Audit Directors, Finance Directors, 
Financial Controllers and Branch Managers. 
Participants also included those who hold senior 
managerial positions such as Finance Managers, 
Audit Supervisors and Internal Auditors. The study 
also included women in junior positions such as 
Assistant Managers, Junior Accountants and Auditors. 
Data was subject to descriptive statistics and simple 
frequencies were used to analyze and represent the 
data. 
Questionnaires were distributed and collected from 40 
female accountants working in business companies 
and banks in Khartoum and the response rate was 
98%. 
 

 
Table 1: Positions held by the sample of women accountants: 

 
III. RESULTS AND DISCUSSION 
 
3.1. Factors attracting females to accountancy 
profession 
One of the major areas of interest was the perception 
of respondents on the overall impact of their college 
education and training in preparing them for their 
jobs in the accounting firms. The overwhelming 
majority (90%) of the respondents stated that their 
interest in the accounting profession was because of 
their education. They believe that their education 
background affected their vocational choice. This is 
consistent with the results of similar studies on the 
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value of education in the accounting profession 
(Lyons, 1994). 
65% of the respondents agree that job satisfaction has 
been an influential factor in their decision to join the 
accounting profession. Job satisfaction creates 
inherent motivators for the respondents. On the other 
hand,40% of the sample finds the accountancy 
profession attractive because of its income. The 
payment of high salaries is a form of recognition and 
confirmation for making accounting their career. 
Having a high paying job allows women look after 
themselves and their family. In addition, nearly 60% 
of the respondents confirm that they joined the 
accountancy profession because of its prestigious 
status. This is similar to the results of the study by 
Qasem and Abdullatif (2014) who explored the status 
of women in the accounting profession in Jordan. 

 

Table 2: Factors attracting women to accounting profession 

 
3.2. Organizational barriers 
The critical perspectives approach emphasises the 
impacts of social structures and values. The approach 
concentrates on discrimination against women 
inherent in the work environment and organisational 
structures, which are seen as unresponsive to the 
needs and styles of female workers(Lindawati and 
Smark, 2015). In this study organizational barriers the 
hampers women advancement in the accountancy 
profession. 82% of the women respondents believe 
that they do not have equal opportunities in hiring 
andpromotion in the accountancy profession. They 
believe that men are favored in senioraccounting 
management position and this impedes their 
hierarchical progression within firmsand lower their 

advancement rates. 
Around90% of the respondents believe that there is an 
existing glassceiling. They believe that inherent 
discriminatory barrier to female advancement exits in 
the structure and culture of companies. The findings of 
Flynn, Earlie and Cross (2015) also revealed that 
female accountants have to overcome more obstacles 
than their male counterparts because of their gender. 
The findings of this study also showed that about 85% 
of the respondents believe that the long working hours, 
inflexible time and the need for relocation hinder their 
career progression. This is because accountancy is 
associated with extended period of time and long 
working hours. 
Moreover, with globalization, many companies need 
to have staff mobility which increases the need for 
relocations. This practice challenges female 
accountants with childcare and domestic 
responsibilities. 
Other organizational barriers highlighted by the 
respondents include unhappiness with the work 
environment and the demanding job errands. These 
two factors create a lot of stress on females especially 
if the environment is male dominated and demanding 
extensive physical existence.Qasem and 
Abdullatif(2014) stated that previous studies have 
shown that discrimination against women in 
accounting-related jobs is a worldwide phenomenon. 
 
3.3 Social and cultural barriers 
Women accountants do have a greater commitment to 
their families and homes than men, which mitigate 
with career progression. This represent certain social 
and cultural barriers. These are namely, stereotype 
attitude,family responsibilities, personal life and 
motherhood. 
The findings showed that about 93% of the 
respondents believe that barriers to women 
advancement are brought about by stereotype attitude 
in certainorganisations. Women are perceived to be 
fragile and cannot handle tireless accounting jobs. In 
addition, 84% of the respondents perceive their family 
obligations, motherhood andpersonal life as an 
impeding barrier. It is very difficult to juggle between 
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the profession andfamily obligations, motherhood 
and/or personal life. Maintaining a balance between 
them creates a lotof frustration as female accountants 
have to meet a lot of commitments. The other 16% 
perceive family responsibilities, child caretaking and 
personal life do not pose majorhindrance in the career 
advancement. 
 
CONCLUSIONS 
 
The results of the study showed that there is an under 
representation of women accountants in top 
managerial positions in the companies and banks in 
Khartoum. The findings also reveal that women 
managers possess all the attributes for top 
management but they are unfortunately hindered by 
factors particularly, the long-working hours, 
discrimination in hiring and promotion, glass ceiling, 
need for relocation and the stressful nature of some 
organisations. 
The findings also show that the companies and banks 
inKhartoum need to consider a flexible solution to 
attract female accountants. They can consider the 
introduction of flexible time work options to facilitate 
work/family life balance for female accountants. This 
will attract female accountants with promising 
potential that are challenged by their family 
obligations. 
In addition, these organisations need to change their 
cultures in order to attract experienced and talented 
women. To reach this target they need to reroute the 
stereotype preconception to ensure the work 
developmentof their females. 
In order to eliminate the organisational, social and 
cultural barriers women need to equip themselveswith 
some essential education, trainingand skills to gain 
power in their organisations. This is enforced by 
ensuring that firms provide equal opportunities in 
hiring and promotion to both genders. Having females 
in top managerial positions will greatly enhance the 
aspiration of other women for managerial duties. They 
will accordingly strive along their career path without 
any reservation. 
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