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Advocacy and the Advancement of Female Accounting Professionals Survey
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of 1,500+ female accounting professionals looks at how having an advocate
impacts professional advancement and what types of advocacy relationships
are most effective.

Sponsored Research
WIEC evaluated 18 academic research proposals in the area of women’s
advancement in accounting and chose two for funding ($5,000 each) in
May 2011.

WIEC evaluated 18
academic research
proposals in the area
of women’s advancement
in accounting and chose
two for funding ($5,000
each) in May 2011.

The first grant was awarded to co-authors Bill Francis, Ph.D., Iftekhar Hasan,
Ph.D., and Qiang Wu, Ph.D., to conduct research on Female CFOs, financial
reporting quality and market perceptions. The study produced the three
manuscripts below.
Are Female CFOs Less Aggressive?: Evidence from Tax Aggressiveness1

1

Focusing on firms that experience changes of CFO from male to female,
the paper compares the firms’ degree of tax aggressiveness between
pre- and post-transition periods. Using three measures of tax aggressiveness,
we find that female CFOs are less aggressive in their tax reporting compared
to their male counterparts. In addition, the impact of CFO gender on tax
aggressiveness varies with the risk levels that CFOs face. We also find that at
the aggregate level, female CFOs do not forgo broad tax avoidance activities
as measured by both GAAP based and cash based effective tax rates.
Overall, our study broadens the view of what drives tax aggressiveness to
include the gender of top executives.
Gender Differences in Financial Reporting Decision-Making: Evidence

2

from Accounting Conservatism1
Focusing on firms that experience changes of CFO from male to female,
the paper compares the firms’ degree of reporting conservatism between
pre- and post-transition periods. We find that female CFOs are more
conservative in their financial reporting. We also find that the relation
1

This study was conducted using a sample of 92 firms.

2

between CFO gender and conservatism depends on firm risks such as
litigation and default risks, and CFO-specific risk such as job security risk.
We further find that the risk-aversion of female CFOs leads them to choose
less equity-based compensation, reduce firm risk, dividend payout,
discretionary accruals and earnings volatility, and invest more in tangible
assets than in intangible assets with growth options, all of which imply more
conservative accounting for firms under the control of female CFOs. Finally,
we find that the stock market reacts less negatively to bad earnings news of
firms with female CFOs. Overall, the study provides strong support for the
notion that female CFOs are more risk-averse than male CFOs, which leads
female CFOs to adopt more conservative financial reporting policies.
The Impact of CFO Gender on Bank Loan Contracting (forthcoming
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in the Journal of Accounting, Auditing and Finance)2

Overall, our results
suggest that banks tend
to recognize the role of
female CFOs in providing
more reliable accounting
information ex ante and
reducing default risk
ex post, and grant firms
with female CFOs lower
loan prices and more
favorable contract terms.

Motivated by recent studies showing that female CFOs are more risk-averse
than male CFOs when making various corporate decisions, we examine
whether banks take into consideration the gender of CFOs when pricing
bank loans. We find that in our sample, firms under the control of female
CFOs on average enjoy about 11% lower bank loan prices than firms under
the control of male CFOs. In addition, loans given to female-CFO-led
companies have longer maturities and are less likely to be required to
provide collateral than loans given to male-CFO-led companies. Our
results are robust to a series of robustness tests, such as a firm and year
fixed-effect regression, a Heckman two-stage self-selection model, a
propensity score-matching method and a differences-in-differences
approach. Overall, our results suggest that banks tend to recognize the
role of female CFOs in providing more reliable accounting information
ex ante and reducing default risk ex post, and grant firms with female
CFOs lower loan prices and more favorable contract terms.
The second grant was awarded to co-authors Ambrose Jones III, Ph.D., CPA,
Cynthia P. Guthrie, Ph.D., CPA, and Terry Ackerman, Ph.D., to perform a
longitudinal study of gender differences in role stressors, burnout and job
outcomes in public accounting professionals.
2

The sample size was of 1,296 firms.
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Public Accounting: Why Aren’t More Women at the Top?3
Research questions addressed:
What is the current trajectory of accounting professionals’ perceptions

1

of role stressors and related job outcomes?
Are there significant gender differences in how these perceptions have

2

changed over time?

In 2006, women reported
higher levels of role
conflict, but also higher
levels of healthy lifestyle
than did men.

How do access to and participation in leadership opportunities influence

3

job outcomes?
How do access to and participation in alternative work arrangements

4

influence job outcomes?
Do women and men have different perceptions regarding role stressors,

5

job outcomes, and the influence of leadership opportunities and alternative
work arrangements?
Preliminary results for questions 1, 2 and 4 are as follows:
A comparison of participants’ responses across the five-year period indicates that
levels of role stress as well as job burnout have increased and levels of healthy
lifestyle and vitality have decreased. Job outcomes also show unfavorable
changes; job satisfaction has decreased and turnover intentions have increased.
In general these changes across the five years are similar for both women and
men. In 2006, women reported higher levels of role conflict, but also higher
levels of healthy lifestyle than did men.
Five years later, there is no difference in reported levels of role conflict
between women and men, but women report greater job burnout and
higher turnover intentions than do men.
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The study was based on 1,242 responses from a large public firm with offices throughout the United States.
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Firm initiatives such as leadership programs and alternative work arrangements
appear to make a difference in how women and men perceive their jobs. Both
women and men in leadership programs report significantly higher levels of job
performance than non-participants.
More than twice as many women than men indicated participation in an
alternative work arrangement (AWA) (19.5 percent versus 7.3 percent).
Eighty-five and nine-tenths percent of female AWA participants have at
least one dependent child living with them versus 26.9 percent of female
non-participants. This compares to 38.9 percent of male AWA participants
and 50.4 percent of male non-participants who indicated that they have at least

Overall, AWA participants
report lower levels of
role overload, lower
levels of work interfering
with family and higher
satisfaction with
workplace flexibility
than non-participants.

one dependent child living with them. Overall, AWA participants report lower
levels of role overload, lower levels of work interfering with family and higher
satisfaction with workplace flexibility than non-participants. Female AWA
participants report lower levels of job burnout, but higher levels of family
interfering with work than female non-participants. In contrast, male participants
report lower levels of psychological well-being than male non-participants.
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Chronology of Key Research Findings

Regarding Women’s Advancement in Public Accounting and Business,
adapted from Research on Women’s Advancement in Accounting
Compiled by: Louise E. Single, Ph.D., CPA
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Practice and Theory
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The earnings gap between male and
female accounting professionals: empirical
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Behavioral Research
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impact of flexible work arrangements
on professional opportunities in
public accounting

FWAs professionals are viewed as less
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so that it is comfortable to men

‘93

‘98

‘01

Women in corporate aspire to CEO
position in equal numbers to men
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