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Abstract 

The aim of this research is to investigate the factors shaping women’s decisions to become state authorised 

auditors in Denmark. The purpose is to investigate why there are a limited number of women compared to 

men in the top management positions in the auditing industry, despite a greater focus on general gender 

equality in Denmark. The research is based on qualitative data derived from interviews with female 

auditors from some of the big auditing companies in Denmark, to understand their perspectives on being 

women in the auditing industry and their consideration and reflections about becoming state authorised 

auditors. The main factors that were found that have an impact on women’s decision to become state 

authorised auditors are the formal structure of the auditing industry, the work environment, and the state 

authorised auditor programme, and a range of drivers and challenges in the industry when entering the 

programme and logistic matters. Based on the main findings and suggestions from the interviewees, 

possible solutions are outlined to the matter of acquiring and retaining more female state authorised 

auditors. Such solutions can be found by providing women with more detailed information on the job and 

what it entails, as well as hiring a range of diversified employees. Enhancing the image of the industry by 

increasing the amount of female role models is another solution suggested by this paper. 
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1.0 Problem area 

In the contemporary landscape in Denmark there is a fundamental focus on gender equality, meaning men 

and women formally have equal opportunities in theory. However, in practise the Danish labour market is 

heavily gender segregated, where men and women are distributed in specific industries, and in general 

there is still an overrepresentation of men in the top management. The auditing industry is known of being 

a male dominated industry, but in general the industry employs 52% women, which exceeds the overall 

business industry employment of 47% women. Despite the general gender equality in the auditing industry, 

the industry follows the overall trend of more men represented in top management positions. The top 

management of the auditing industry is structured in a way where the state authorised auditors (SAAs) are 

equivalent to these top management positions. In 2020, 1.642 men and 244 women were registered as 

SAAs in Denmark; meaning only 10% of women completed their SAA training to reach higher positions in 

their companies (Revisorer, 2020). 

This gender inequality of the top management is a problem for society because it reflects unused potential 

talent, especially in a time where society looks into a future with a shortage of skilled labour, and especially 

in the auditing industry where one of the essential competition parameters for companies are 

professionally qualified employees. Additionally, the demand for auditing services is increasing while 

simultaneously the industry is struggling in retaining people in general, but especially women. This study 

takes departure in the inequality of gender distribution among the SAAs in the Danish auditing industry. 

The aim of the study is to investigate why there is a limited number of women who become SAAs. The 

investigation is based on a qualitative study of interviews with women, in different stages of their career in 

the auditing industry, and it is to help understand their thoughts and experiences on being a woman in the 

auditing industry with the aim to get a better understanding of which factors shape a woman’s decision to 

become an SAA in Denmark. 

2.0 Thesis statement 
The research question for this Master thesis is: 

“What factors shape women’s decision to become statutory auditors in Denmark?” 

3.0 Methodology 
The purpose of this section is to describe the data and methods that form the basis for the conclusions 

drawn in this dissertation. It is argued why the chosen methods have been appropriate in relation to the 

main question of the dissertation. Methods for data collection are described (including selection of 

respondents and design of question guides for use in interviews), analysis, as well as strengths and 
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weaknesses of the methods used. Furthermore, the quality and reliability of data are discussed, as well as 

alternative methods that could have been used to answer the dissertation's main questions. Finally, an 

overview of the structure of the dissertation is given to clarify how the individual parts of the analysis each 

contribute to answering the research question. 

3.1 Method selection 
In connection with the choice of method, it is of crucial importance that the problem formulation is 

fundamental, ie. that the problem formulation is reflected in the chosen method (Andersen I. , 2019). As 

argued above, this study aims to investigate possible causes. 

Inductive and deductive method 

The main question is answered based on a combination of inductive and deductive approach. The inductive 

aspect is expressed in that the primary purpose of the interviews has been to create new knowledge about 

possible factors shaping women’s decision to become SAAs. Based on selected individuals' understandings 

of possible causes, this study aims to say something general about which causes the group of actors of 

which the individual is a part of, find important (Andersen I. , 2019). The deductive aspect is expressed in 

that during preparation for the conduct of the interviews there is made an analysis of existing literature and 

thereby established a theoretical conceptual framework which can be used to understand factors shaping 

women’s decision to become SAAs. Thus, as a starting point for the interviews, a pre-understanding of what 

reasons can be mentioned and that there may be different ways for the actors to perceive these (Andersen 

I. , 2019). 

 

The document method 

The document analysis (Ingemann et. al., 2018) is used, i.e.in connection with defining which reasons can 

help to answer the main question. Qualitative content analysis and comparative analysis of scientific 

articles have been used to understand possible causes. 

The interview method 

In addition, the interview method (Ingemann et. al., 2018) is used to uncover possible factors, shaping 

females decisions regarding becoming SAAs that selected actors find relevant, as well as analyse what 

underlying reasons can be found. The qualitative interview method is obvious in relation to examining 

matters and themes that are personal. Since the decision of becoming or not to become an SAA is 

subjective, it will prove different from individual to individual. The method is also useful in connection with 

gaining new knowledge because the interview format gives the respondents the opportunity to elaborate 
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on their answers. Since the reasons for the lower proportion of state-authorized female accountants have 

not been examined in detail before, the interview method is relevant in this study. 

3.2 Source categorization of data 
Data can generally be categorized as either empirical or theoretical. Again, it is the main question that 

should be deciding for how data is classified. Below is an overview of the data sources that make up 

empirics and theory in this dissertation (Andersen I. , 2019): 

3.2.1 Empirical (primary data) 

• First-hand data: Interviews with accountants, education and progress managers, HR people and 

experts. Data are primary, and is - in connection with the dissertation – collected to be able to 

answer the problem formulation. 

• Second-hand data: reports from FSR - Danish Auditors and the Danish Business Authority 

(Erhvervsstyrelsen), websites, etc. Data are secondary, as data exist independently of this 

dissertation, ie. they are produced by others and for a purpose other than to answer the main 

questions of this dissertation. 

3.2.2 Theory (secondary data) 

• Second-hand data: Scientific articles concerning women in management, gender within auditing, 

etc. Based on these data, knowledge has been obtained on the topics in question, and further 

analyses have been prepared based on that knowledge. 

3.3 Interview - respondent selection of respondents and interview questions 
3.3.1 Purpose and themes 

The purpose of collecting primary data in the form of interviews has been to discover how the various 

groups of actors who are the subject of the analysis each perceive their opportunities, working 

environment, privacy and not least the interaction between these themes. In addition, the task sought to 

answer which reasons for authorisation the various actors find relevant. 

3.3.2 Themes 

The themes covered in the interviews are: 

1. SR program 

2. Perceptions of an SR 

3. Distribution of men and women in the workplace 

4. Working environment 

5. Career considerations 
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6. Recognition and performance appraisal 

7. Family and private life 

8. Management 

9. Respondent's views on possible causes 

This study considers a wide range of themes due to the main question's goal of uncovering possible factors 

and many factors can be found. 

3.3.3 Selection of respondents and data collection 

The focus of the dissertation is on accountants in different parts of their careers and company 

representatives. The study focuses on female accountants as the dissertation tries to uncover reasons why 

this group in question choose not to become authorised. Company representatives are selected on the 

assumption that they will represent the company where the female auditors work, and thus make it 

possible to investigate whether there are discrepancies between responses and understandings between 

the female auditors and from the company. The study has focused on three larger audit firms as the larger 

audit firms generate most authorised auditors and on the assumption that the probability of relevant 

interview candidates was thus greatest. Thus, the respondent selection is an expression of a purposeful 

selection (Ingemann et. al., 2018), in that it is chosen to interview people with a relevant professional 

background and with an assumed attitude to the dissertation's themes. A total of thirteen people have 

been interviewed, distributed as shown below in Table 1. The number and depth of the individual 

interviews reflect the scope of the assignment, but are also an expression that a saturation point was 

reached as a result of the interviews (Ingemann et. al., 2018) in relation to gaining an understanding of the 

actors' motives. 

 

Table 1. Of people interviewed. Source: Self-generated 
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To raise the quality of interview data, most interviews are conducted with both interviewer and respondent 

physically present. This has provided the best opportunity to ask for follow-up questions, read the 

respondent's nonverbal communication, etc., and thus get the most possible out of the interviews. One of 

the total of thirteen interviews was conducted on video calls due to geographical constraints. Each 

interview had a duration of between 40 and 95 minutes. 

3.3.4 Confidentiality and appendices in the assignment 

It is chosen in the dissertation to anonymise most respondents including quotes and thus make interview 

data confidential. This decision was made by agreement with the interviewees, as many of them had a 

desire not to be mentioned by name in the dissertation. This means that the appendices x through x. which 

are regularly referred to as an extension of citations are not attached to the dissertation. However, the 

appendices (anonymized) may be made available to the examiner and examiner in connection with the 

defence of this dissertation if they so request. Below is an overview of appendices to the dissertation: 

Table 2. Appendices. Source: Self-generated 

 

Reference Description Dates of interviews

A1

Female auditor who left 

the industry, now 

controller and following 

the SAA program 11-10-2021

A2

Female auditor, do not 

want to become SAA 28-09-2021

A3

Female auditor, do not 

want to become SAA 28-09-2021

A4 Female SAA 12-10-2021

A5 Female auditor 05-10-2021

A6

Female SAA who left the 

industry 13-10-2021

A7 Female auditor 29-09-2021

A8

Female  SAA in one of 

the big accounting 

companies 06-10-2021

A9 Female SAA 12-10-2021

A10

Female auditor currently 

studying to become SAA 18-10-2021

E1 Expert and female SAA 17-09-2021

CR1 Company representative 14-10-2021

CR2 Company representative 11-10-2021

Repondents
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3.3.5 Interview guides and questioning techniques 

The interviews are conducted as semi-structured interviews. The advantage of a semi-structured interview 

is i.e. that this form of interview gives the interviewer the opportunity to ask follow-up questions that may 

arise during the interview. (Ingemann et. al., 2018) 

In addition, the semi-structured interview gives the respondent a good opportunity to provide in-depth 

answers regarding the topics that the respondent either has the greatest knowledge about or finds most 

interesting. This helps to increase the quality and scope of the answers given. 

In the design of the questions for the interview guides, there has been used several different types of 

questions, each of which has been advantageous to shed light on the various themes that are the focus of 

the dissertation. For example, emphasis has been placed on not asking leading questions, and as far as 

possible avoiding "yes" and "no" questions. In addition, there has been used particularly exemplifying and 

experience-based questions, as well as specifying and interpretive questions (Ingemann et. al., 2018). 

A total of six different interview guides have been prepared to best consider the interviewees' different 

backgrounds and prerequisites for participation. In all interview guides, questions have been incorporated 

into the relevant themes that, as mentioned above, have formed the framework for the thirteen 

interviews. The interview guides are also attached as appendices A through F. 

In connection with uncovering the various themes, operationalization has been used (Ingemann et. al., 

2018). Operationalization involves translating theoretical themes or topics that one would like to 

investigate into concrete, down-to-earth questions that the respondent has the best opportunity to answer 

in a sensible way. This operationalisation is illustrated in the appendices that make up the interview guides 

(Appendices A - F) in that the theoretical dimension is stated to the left of the specific questions asked of 

Appendix Description 

A

Interviewguide for company 

representative 1

B

Interviewguide for company 

representative 2

C Interviewguide for auditors

D Interviewguide for SAAs

E

Interviewguide for auditors 

who left the industry

F

Interviewguide for the 

expert

G

Danish version of 

quotations

Appendices
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the respondent to the right. This approach helps to increase the quality of data. As these are semi-

structured interviews, the questions on the right in the appendices are not "locked", i.e. they are possible 

not followed specifically in that order in the interview situation, but are used as a kind of speaking paper 

and starting point for dialogue. 

Interview guide no. 1 and 2 (Appendices A and B) is aimed at company representatives of the companies. In 

addition to uncovering possible factors for becoming a state authorised auditor, the focus in this interview 

is on gaining knowledge about the company's views and the structure under which the female auditors 

work.  

Interview guide no. 3 (Appendix C) is aimed at female auditors working in the industry. The focus is to 

uncover possible factors to why auditors want or do not want to become a state authorised auditor. In 

relation to interview guide no. 1 and 2, emphasis is placed on performances and private matters. The 

interview guide is used both for female auditors who just started their career, female auditors who has 

worked for a longer time in the auditing industry and female auditors who opted out of being authorised, 

which was known in advance of the interview. 

Interview guide no. 4 (Appendix D) is addressed to female authorised auditors. The questions in the 

interview guide are reminiscent of the ones described above, but the focus is on the decision of being 

authorised and their experience of the program and as bearers of the SAA title. 

Interview guide no. 5 (Appendix E) is aimed at female auditors no longer working in the industry. The 

questions in the interview guide are reminiscent of the ones described above, but the focus is on the 

decision to leave the industry. 

Interview guide no. 6 (appendix F) is addressed to an expert within the profession and the process leading 

up to becoming SAA. The expert is authorised, have knowledge about the SAA program in addition to being 

SAAs and have special knowledge of the challenges the SAA candidates face on their way. The interview 

guides uncover development and training factors that the company representatives do not have the 

knowledge to answer as the expert offer explanations beyond a company focus. 

3.4 Interview - finishing 
3.4.1 Transcription 

To get the interviews in a readable format, all interviews have been transcribed as verbatim as possible 

based on audio files (Ingemann et. al., 2018). It is transcribed accurately, rather than e.g., to prepare 

summaries, with the aim of ensuring the completeness of data and thus avoid omitting important 

information (e.g., regarding the respondent's formulations, etc.) that would be lost in a summary. 
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Furthermore, in connection with the analysis, it is an advantage to have the interview in writing rather than 

having to fast-forward and rewind an audio file to hear precise wording. Transcription has thus provided 

the best possible starting point for the analysis work but has not only been preparatory in relation to the 

analysis. During the work of transcribing, analyses have been made on an ongoing basis of the answers that 

were given. It has thus also increased the knowledge of the empirical basis for this dissertation by 

transcribing all interviews. 

3.4.2 Analysis of interviews 

In this case the interview data are of qualitative nature, and therefore it has been appropriate to use 

qualitative content analysis in the treatment of the empirical material. In connection with the analysis, the 

hermeneutic approach has been used. (Ingemann et. al., 2018) 

For the hermeneutic analysis method, it is characteristic that the interviewer enters the interview with a 

particular pre-understanding of the topics being investigated. Pre-understanding in this study consists of an 

understanding of possible factors for the low representation of female SAAs, obtained based on literature 

analysis, the factor that the writers of this study are women, as well as expectations of the respondents' 

answers, etc. As the interviews have been conducted, this understanding has expanded, as has attention to 

new aspects. The various respondents have also had a pre-understanding of the topics that are the focus of 

the interviews, and the interviews are constantly trying to challenge these. 

In connection with illuminating the themes that form the framework for the interviews, it has been a point 

of attention that the semi-structured interview has different opportunities and challenges. This involves 

e.g. that in connection with the analysis of these themes, the interview as a whole has been examined and 

not only the answers that have been given under the specific questions that deal with the individual theme. 

Although a few specific interview questions from the interview guides thus appear in parts of the analysis, 

this does not mean that in connection with elucidating the topic in question, only in the analysis has the 

respondent's answers to precisely these specific questions been included. 

In addition to the hermeneutic analysis method, coding of the respondents' answers has been used 

(Ingemann et. al., 2018). Coding involves a categorization of the respondent's answers according to specific 

conditions that are to be investigated. Theoretical coding has been used in connection with quality 

understandings, and empirical coding has been used to shed light on the themes that are the focus of the 

interviews. Here, text passages are primarily coded into specific categories (rather than coding specific 

words and concepts) with the aim of achieving a complete understanding of the respondent's attitudes and 

opinions. Coding has made it easier to identify patterns as well as differences and similarities within the 
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various themes and has in particular helped to uncover which causes the individual respondents emphasize 

and differences in them across actors. (Ingemann et. al., 2018) 

3.5 Data quality and reflection 
3.5.1 Validity and reliability 

As described above, the people who were found interested in interviewing are carefully selected. The 

people with the greatest knowledge in the field were asked, as well as the people who were interesting to 

uncover possible causes with. Furthermore, the methods and tools that have been most appropriate for 

use in the analysis of qualitative data have been used, as well as attempts to formulate the interview 

questions in a way that has shed light on the relevant topics. These are all factors that help to ensure 

validity in the execution of the study (Ingemann et. al., 2018). 

Furthermore, the conduct and analysis of interviews have been consistent. The same questions are asked in 

the same way that the analysis has drawn attention to the possibilities and limitations that lie in the data 

base. Furthermore, no facts have been concluded that the empirical material has not been able to shed 

light on. 

Furthermore, the study's conclusions have been supported with existing literature in the field where 

possible. The selection of supplementary literature includes others' studies on the same topics and other 

studies that have shed light on the reasons for low representation of female leaders, as it has been seen as 

relevant to equate SR with a leader. These are all factors that help to ensure reliability in this (Ingemann et. 

al., 2018). 

3.5.2 The interview form - strengths and weaknesses 

Due to the format, as mentioned, the semi-structured interview provides good opportunities for in-depth 

empirical material. Furthermore, the expert interview ha provided us with greater knowledge in relation to 

the dissertation's main theme. The expert interview has been based on the background knowledge of the 

auditing industry, the SR course, the candidates, and the challenges they face, which have also been the 

subject of the analysis. On the other hand, the collection and transcription of interview data has been 

extensive and time-consuming, which has also meant that the number of respondents who have been 

interviewed has been limited. This has further limited the ability to draw conclusions regarding the 

population. Attempts have been made to compensate for these limitations by including other sources in 

the form of scientific articles and thereby increasing the quality of data and the conclusions drawn in the 

dissertation. 
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4.0 Description of the auditing industry and the state authorised auditor 

4.1 The auditing industry 

The auditing industry in Denmark, is a productive industry with a raise in productivity during the last years. 

In 2020 the auditors have been busy and both turnover and employment has increased despite both have 

been decreased for the business sector overall. As one could expect the industry has been affected by the 

corona crisis, even though there has been an increase in both turnover and employment, the increase is 

still the lowest since 2016. (Revisorer, 2020) 

The auditing industry employed in 2020 a total of 16.883 full time employees. The industry has since 2014 

increased with about 500 employees yearly, but in 2020 the increase was only about 200 employees, which 

might be explained be the corona crisis. (Revisorer, 2020) 

The auditing industry is furthermore facing a recruitment challenge since it is expected that the industry 

will be lacking authorised auditors for the years to come. During 2012 and 2020, the number of authorised 

auditors has decrease with 20 percent and during the next 10 years, around 60 percent reach the 

retirement age. The workload is not slowed in the same rate and is not expected to decrease either. The 

fewer people taking care of the same workload as before, is depicted in the risen productivity. Between 

2008 and 2018, the productivity has increased with a total of 20 percent. The Danish auditing industry has a 

high productivity compared to other European countries. (Revisorer, 2020) 

The industry overall is not dominated by one gender with a 51 percent of the employees being women. 

Though it is noticeable that if focussing on authorised auditors (registered and authorised), 81 percent of 

them are males. (Revisorer, 2020) 

4.2 Becoming State Authorised Auditor 

The state authorised auditor (SAA) in Denmark is a title used to refer to a person with an auditing role, 

whose appointment is mandated by the terms of a statute. In Denmark the statute is controlled by the 

Danish business authority who administer laws and regulation on authorised auditors and auditing 

companies and they are responsible for the registration of auditors and auditing firms. (Erhvervsstyrrelsen, 

2021) 

There are many roads that leads to becoming SAA in Denmark. They roads are long and demanding. The 

two typical ways are either: 
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1. Starting with a trainee job in the industry straight after college followed by studying HD 1 and HD 2 

parttime besides your job and ending with taking the master’s degree in auditing, cand.merc.aud 

either full time or part time to qualify for the SAA program and exams 

2. After college starting at the university, finish a three-year bachelor’s degree and continuing with 

the two year master degree in auditing, cand.merc.aud 

The description above could be called either the practical or the theoretical road. The most straight forward 

way to qualify for the SAA exams, will be to finish the master’s degree cand.merc.aud. It is not the only way 

though; one could have finished classes that covers the same as cand.merc.aud and therefore qualify. 

Beside the formal requirements of studying, one should have finished 3 years of relevant work in the 

auditing industry before entering the SAA programs and exams. The last year being after completion of 

studies. (Erhvervsstyrrelsen, 2021) 

The SAA exam is a practical test, the candidates typically prepare for next to their work in a registered 

auditing firm. Most of those who wants to take the auditing exam, register for the SAA academy which is a 

program developed and offered by the organisation Danish auditors (FSR). It is a teaching program with an 

aim to prepare the candidates for the auditing exam. In the exam there is both a written part, which has 

been through format changes two times during the last 10 years, and an oral exam which is open for the 

public and takes place at the Danish Chamber of Commerce, the stock exchange, in Copenhagen. The oral 

examination must demonstrate the candidates' practical competence in the areas that fall within the scope 

of work of state authorised auditors. (Erhvervsstyrrelsen, 2021) 

From 2005 to 2020 the number of new students at cand.merc.aud increased with more than 40 percent 

and the number of students starting to study cand.merc.aud increased to a record level in 2020. Despite 

the increase of students during the last 15 years, the number of authorised auditors, is still low. Since 2014, 

on average only 53 people a year have completed their exams to become state authorised auditors and the 

gender distribution is not equal with males being dominant both when it comes to entering the program 

and completing. (Revisorer, 2020) 

5.0 Literature Review 

The following is an outline previous research about gender inequality in the auditing industry. The purpose 

of the literature review is to position this research contribution in the context of the previous research on 

the area and to explain how the study are going to add on to previous finding by bringing forth new 

perspectives via this qualitative study.  
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First, a presentation the main finding from (Kornberger, Carter, & Ross-Smith, 2010), (Kristensen, Kent, 

Warming-Rasmussen, & Windsor, 2017) and (Andersen-Gough, Grey, & Robson, 2005). These studies have 

been chosen because they all each have different perspectives on gender inequality in the auditing industry 

and together are the foundation and starting point of this research.  

Secondly, an overview of how the contemporary Danish families organizes paternity leave provide an 

understanding of the traditions of families with children today and how it can affect gender inequality in 

the labour market including the auditing industry.  

Lastly, an outline of how this research is positioned regarding previous research in the field of gender 

inequality within the auding industry and elaboration on how the study is adding on to previous findings on 

the area and how it is contributing with a new perspective via the qualitative study.   

5.1 Gender inequality in the auditing industry 

Gender inequality in the auditing industry is becoming a more studied subject. Themes that have been 

studied are female representation in top management, gender differences in attitudes towards risk and 

studies using interviews to examine the status of women in accounting and auditing professions highlight 

the existence of the glass ceiling phenomenon and vertical segregation. See Khlif & Acheck (2017) for a 

detailed literature review on gender in the auditing industry. (Khlif & Achek, 2017) 

5.1.1 Reproduction of Gender Dominance 
The research of (Andersen-Gough, Grey, & Robson, 2005) contributes to an understanding of the key 

organizational processes, that contributes to the reproduction of gender dominance in the UK offices of 

two international audit firms. The patriarchal relation in the workplace appears to be resistant to change 

despite evidence of substantial growth in educational qualification of women and the increasing 

employment of women. They point out four main organizational processes leading to the reproduction of 

gender dominance within the big auditing companies. First the homo-sociality structuring the process of 

recruitment, mentoring and performance evaluation routines and predictable ways. The first factor is the 

homo-sociality is expressed in how the male partners and senior managers recruits and promotes people 

like themselves and thereby contributing to a reproduction of the organizational gender relations. Second 

the complex evaluation process of potential future partners. The evaluation is not only based on technical 

skills, managerial skills of leadership and teamwork, but also a norm of temporal commitment and firm-

approved social life. These requirements systematically disadvantage female auditors with family 

commitment because the family is perceived as something taking her time away from work and therefore a 

career disadvantage. Where the male auditor’s family is perceived as a positive extension as a social 

support mechanism. Thus, there is a difference in the perception of the capability to work of a female and 
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male auditor who become parents which contributes to the organizational gender inequality.   

Third, the gendering process expressed though a complex and intertwined process of both formal and 

informal mechanism. How the formal mechanism of organizational structuration such as recruitment, 

valuation and training and the informal processes such as organizational culture, norms, values, and beliefs 

that play through how the formal processes are enacted and reproduced. They have one example of how 

organizational imperatives of skills of selling and practise development commonly are translated into social 

abilities reflecting male discourses of good social skills and correct socialization. Fourth, how wider social 

norms of self-identity and division of labour plays a role. The new trainees enter the company with a bias of 

gender roles which is influential as well. Female auditors have to help their colleagues to forget their sex to 

conform to organizational expectation.  

Studies with gender in focus and with auditing firms based in Denmark, has also been conducted.  

5.1.2 The challenge of Changing Culture 
(Kornberger, Carter, & Ross-Smith, 2010) study on changing gender domination in the big four accounting 

firms in Denmark based on an investigation of a flexibility program initiated to promote gender equality in 

one of the big four accounting companies. The big four accounting companies all struggle to retain women 

especially on senior level despites several promotions of gender equality. The flexibility program was 

initiated to create the best professional workplace for women and was designed to specifically enhance the 

development and maintenance of talented women at senior level. Thus, the initiative was implemented to 

challenge the current gender inequality. The study found that the flexibility program in practice became a 

mechanism that instead reinforced the gender barriers and addresses why accounting companies struggles 

to achieve gender equality despite serious commitment from top management and use of significant 

organizational resources. The study has a focus is on manager level because it at this level most employees 

especially females in their late twenties or early thirties chooses to leave the company, which is the same 

time the company chooses who is going to advance and move towards partnership. Internal research from 

the investigated company shows that female employees experience strong gender barriers at the manager 

level which inhibits their chance to advance in the hierarchy to director and partner. The theoretical 

perspective of the study is based on organizational theory. The theoretical explains how accounting firms 

and the accountants working within them are constructed and constituted by various organizational 

practice connected to the accounting profession which are not gender neutral. Modern audit firms, through 

micro-practices, constructs and reproduce gender relations which can be an explaining factor for the 

resistance to change the current gender equality despite several initiative. They study elaborates this point 

by referring to a previous study by Grey (1998 p. 584) which argue that the socialization process that 

determines the professional identity of accountants as “being professional” is linked to a serious of ways of 
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self-conducts rather than with the technical competences. Thus, being professional is not only about having 

objective technical skills within auditing, but skills within self-conduct which are prone to be more 

subjective and gendered.  Additionally, the study refers to a previous study by Covaleski et al. (1998) which 

argue that the practice of Human Resource within management and mentoring are “techniques aimed at 

transforming autonomous professionals into business entrepreneurs by duplicating the organization within 

the individual”. The function of HR contributes to homogenize the accountants by internalizing the culture 

and value of the organization and thereby maintaining and reproducing the current culture. These are two 

examples on everyday organizational practice which on the surface can seem like every day and mundane 

organizational practices, but under the surface can be acts contributing to the maintenance and 

reproduction of the current male domination in the accounting companies. Thus, organizational practice 

which at first seem to appear gender neutral including performance reviews, promotions systems or the 

identification of the needed competencies contributes to a gendered organization culture because they are 

based on a predetermined systems of valuations selecting and deselecting what is valuable and what is not. 

The conclusion of the study of (Kornberger, Carter, & Ross-Smith, 2010) is that the flexibility program was 

intended as a strategy to retain talented women but was in practice was enacted and made sense of in 

such a manner that undermined the desired goal. The flexibility program became widely perceived as 

reflecting a part-time commitment. Therefore, being member of the flexibility program became 

synonymous with being unserious about one’s career. The study of (Kornberger, Carter, & Ross-Smith, 

2010) explains how initiating a program aiming to retain women by providing them with special 

consideration regarding increased flexibility not only obscured the gender inequity but also reinforced it. 

The practice of working flexible created a professional identity which conflicted with the pre-existing ideal 

of high-performance and full commitment. Thus, the flexibility program became an axis that gendered the 

organization by dividing the “committed” accountants from the “not so committed” accountants who only 

put the participating women in a more exposed position.    

5.1.3 Career prospects of Mothers and Fathers in auditing   
The research of (Kristensen, Kent, Warming-Rasmussen, & Windsor, 2017) investigates whether parental 

role and gender are associated with career advancement for professional female and male auditors 

employed by international audit firms in Denmark. They found that parents achieve advancement to higher 

levels of employment compared to non-parents. However, mothers are significantly disadvantaged relative 

to fathers in achieving owner/partner and the SAA level of employment.  

Since 1960 Denmark has worked towards de-stigmatizing the stereotypes of motherhood by implementing 

social policies to support working families such as public childcare systems, generous parental leave rights, 

laws against terminating parents within the guaranteed parental leave and the parental right for one day’s 
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paid leave annually to nurse a sick child. These policies are evident that the Danish society claims to value 

gender egalitarianism. However there still is an imbalance between females and males passing the SAA 

exam, which suggest that there potentially are some social situations that leads to fewer women pursuing a 

career in the accounting profession despite Danish social policies implemented to strengthen gender 

egalitarianism.  

(Kristensen, Kent, Warming-Rasmussen, & Windsor, 2017) found that the number of female candidates 

passing the SAA exam is much lower than male candidates. This could indicate that mothers are less likely 

to be promoted to owner/partner level of employment because they choose not to sit the exam and this 

qualification is necessary for advancement to higher levels. They conclude that the government and the 

profession appear committed to gender equality in the workplace and therefore there are other social 

issues determining the lower number of women in senior audit roles. The research shows that mothers 

reach supervisory level, but only few mothers are promoted above this level. The result show that 

motherhood is penalized even though the female auditors have the same professional training and 

competency as their male counterparts. They add to the finding of (Kornberger, Carter, & Ross-Smith, 2010) 

indicating that culture is hard to change in accounting companies leading to organizational barriers to 

female career advancement in the accounting profession. One of these barriers is associated to the 

assumption that women are the primary care giver for couples with children. Thy found that mothers are 

disadvantaged in advancing to higher senior management level compared to fathers. The study reveals that 

mothers are treated differently compared to fathers. The societal expectation to the role of women and 

their reproductive biology culturally categorizes women identity as primarily wives and mothers even in a 

society as Denmark which values gender egalitarianism. The evidence suggest that male auditors achieve a 

positive extension from parenting regarding their auding career while female auditors are negatively 

affected in their auditing career by their parental role. Even though large auditing firms are promoting 

gender egalitarianism then male dominated networks, biased promotion processes and “game playing” 

necessary to be visible are undermining the equal treatment of mothers. Thus, the conclusion of 

(Kristensen, Kent, Warming-Rasmussen, & Windsor, 2017) is that the loss of female talent can be explained 

of the gap between the cultural and political support of gender egalitarianism and the actual workplace 

practise.  

5.2 Female leadership  
There are especially two different topics of studies that is important for understanding female leadership 

and the underrepresentation of women in top management positions.  

The first topic is the occupational gender segregation, the tendency for women and men to work in 

different occupations (Bradley, 1989), (Reskin & Roos, 1990) . Vertical segregation refers to females often 
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occupy the lowest levels in organisational hierarchies, whereas horizontal segregation refers to women 

only being allowed to fill white-collar positions. When referring to both vertical and horizontal segregation, 

the term overall segregation is used. (Blackburn & Jarman, 1997). 

Economists Francine D. Blau, Peter Brummund and Albert Yung-Hsu Liu examined trends in occupational 

segregation between 1970 and 2009 and found that the process of desegregation has slowed significantly 

in recent decades, regardless of the education level necessary for a job (Blau, Brummund, & Lui, 2013) 

which demonstrates the continuing relevance of the subject. 

The second topic is the concept of the glass ceiling that has been a studied phenomenon for years. The 

glass ceiling refers to the invisible social barrier that prevents marginalised workers from being promoted 

to top jobs in management (Ragins, Townsend, & Mattis, 1998); (Jackson, O’Callaghan, & Adserias, 2013); 

(Sabharwal, 2015); (Glass & Cook, 2016). 

5.3 Parental Leave  
The following is an outline of how the contemporary Danish family organisation of the parental leave with 

the aim to get an understanding of the traditions of Danish family and the role of mothers and fathers. The 

section has been added to provide a contemporary Danish context to the finding of (Kristensen, Kent, 

Warming-Rasmussen, & Windsor, 2017) on the difference in the career prospect of mothers and fathers 

within the auditing industry. 

First, the study (Kristensen, Kent, Warming-Rasmussen, & Windsor, 2017) only regards the roles of mothers 

and fathers which is a limited within the binary gender system and limited to focus on heterosexual 

parents. Today the conception of genders and sexuality is in an ongoing process to be redefined into a 

broader and more fluid system. It is acknowledged that parents can be much more than a heterosexual (or 

cis-gendered) mother and father, there are plenty of forms of parents and family constellation such single 

parents, rainbow families, parents consisting of two mother or two fathers etc. These are all groups who 

feel neglected from the norm and therefore when discussing the role of mothers and father, everyone who 

identifies with these roles independent of gender, sexuality or if they can give birth or not are included.   

One of the differences between mothers and fathers is the organization of the parental leave.  In Denmark 

the welfare state provides a range of social services to support working families which includes the right to 

parental leave. The parental leave is divided into a pregnancy leave of four weeks before the birth to the 

mother (the person who gives birth), after the birth the mother have the right to a maternity leave of 14 

weeks and the father (or the other mother) have the right of two weeks of paternity leave. Then there is 

the right of 32 weeks of parental leave which can be divided between the parents as preferred. (Borger.dk, 

2021).   
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Thus, the contemporary Danish families are provided with the opportunity to divide 32 weeks of the 

parental leave as they prefer out of the total 52 weeks. Despite 16 weeks are designated to the mother and 

two weeks are designated to the father (or the other mother), then it is possible to divide the parental 

leave equally between the parents. The reality is that most women are taking majority of the parental 

leave. Danish statistics show in 2018 fathers in average took 31, 9 days of paternity leave compared to 

mothers who on average took 273,9 days. In families where the parents live together the mother is on 

average taking 89,6% of the parental leave and fathers are taking 10,4%. The statistics indicates that in 

contemporary Danish families’ mothers are taking majority of the responsibility of the children at least the 

first year. The institution Kvinfo is an independent institution working under the Ministry of Culture and 

constitutes a Danish national knowledge center assigned to communicate research on gender, equality, and 

ethnicity. According to Kvinfo it is a disadvantage for both parents when the mother is taking the majority 

of the parental leave. The mothers are missing out on potential advancement to higher levels of 

employment and increased wage. Additionally, the pension of the mother is reduced compared to her 

partner. Getting a child have a negative impact on the earnings of the mother but have no impact on the 

earnings of the father. (Kristensen T. , 2020).   

In conclusion, the statistics reveals that mothers are taking majority of the parental leave and therefore 

majority of the responsibility the family at least the first year. This limits the mother’s potential 

advancement to higher levels of employment, level of salary and size of pension. Thus, the unequal division 

of parental leave and responsibility of the family can be an explaining factor to why there is a gender 

inequality of the SAAs today.     

5.4 Position and contribution to the scientific field 

The aim of this study is to investigate the gender inequality of SAA in Denmark based on the narratives of a 

range of women in the auditing industry including female auditors, female SAAs and female and male HR 

employees and female auditors who have left the auditing industry. The aim is to understand what 

thoughts, considerations, motivations, drivers, interests, priorities, and challenges the female auditors have 

about selecting/deselecting becoming SAA to get a broader perspective on the gender inequality of SAAs in 

Denmark. This investigation is based on the narratives of primarily females in the industry which is why the 

finding are explaining the female perspective of the gender inequality of SAAs and what factors leading 

female auditors to select/deselect the SAAs. This investigation does not consider the perspective of men 

therefore out finding does not consider the perspective of men and therefor only explains the female’s 

perspective of the male auditor’s behaviour. Kristensen, Kent, Warming-Rasmussen, & Windsor (2017) 

mention in their study that further research, and in particular qualitative research, is required to 

understand the underlying reasons as to why women choose not to attempt the Danish SAA exam. This 
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paper will through qualitative research aim for discovering possible causes for why some women during the 

last couple of years has chosen a different path than becoming state authorized auditors. This investigation 

is adding to previous research on the area of gender inequality within the auditing industry because the 

investigation is taking departure in the findings from previous research by implementing the themes such 

as culture, changing culture, reproduction of culture and family as foundation to the research.  The 

implementation is expressed in the inspiration risen to investigate the field, the themes forming the 

interview guide, the choice of candidates and relevant theory.  

Therefore, this study is going to contribute with new perspectives to these themes based on the qualitative 

study of a range of female auditors and HR employees who are all a part of the studied filed and through 

this research provide further debt and insight about this complex problem.    

Summary 

The research of Kornberger et al. (2010) contributes with an understanding of the challenges of changing 

the culture within the auditing companies and the auditing profession based on an investigation of a 

flexibility program initiated to support and retain talented female auditors. The research shows how 

informal organizational norms, cultures and value are so strong that it infiltrates and translate, the program 

initiated from top management with the purpose to change the culture to help retain talented women, in 

such degree that it ended up having the opposite effect. The investigation of (Kristensen, Kent, Warming-

Rasmussen, & Windsor, 2017) contributes with an understanding of how there is a difference in the career 

prospect of mothers and fathers within the auditing industry due to underlying differences in the 

expectation to the role of a mother and father and to the boundaries of work-life and family-life. The 

investigation (Andersen-Gough, Grey, & Robson, 2005) contributes with an understanding of how the 

gender domination relation in the auditing profession is being maintained and reproduced through formal 

and informal organizational processes.  

The statistics shows that mother take majority of the parental leave which is a disadvantage in regard to 

the mother’s potential to advance to a higher level of employment, achieve higher salary – and pension 

level. The unequal division of the parental leave in the contemporary Danish families can be a factor 

explaining the unequal gender division of SAAs today.  

This research is going to add on to the previous finding in the field of gender inequality of the auditing 

industry by implementing the finding as themes in this research and provide a new perspective to these 

based on this qualitative study.  
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6.0 Theory 
The following is an outline of the chosen theory which is going to serve as a framework for the analysis. The 

theory is based on the French sociologist and anthropologist Pierre Bourdieu because he has done a lot of 

research and developed a lot of theory on gender and gender relations. One of Bourdieu’s most famous 

publications is “The Masculine Dominance” which is based on a comprehensive study of gender and gender 

relationship in some of the primitive societies of Algeria, where he developed his theory on how the 

masculine dominance is not only applicable in the primitive societies of Algeria but also applies to the 

contemporary western society just in a more implicit and invisible manner. Additionally, Bourdieu is 

operating with some theoretical concept elaborating and explaining the mechanism in society regarding 

power dynamics, culture and social reproduction which are all relevant to unfold and elaborate on the 

research area of gender inequality in the accounting profession.  

7.2 Theory of Bordieu  
The following is an outline of the theory of Bourdieu applied in the analysis. The following concepts are 

going to be presented; Symbolic Capital, Habitus, Masculine Dominance, Symbolic Violence, The Field and 

Doxa and Illusio. During the presentation of the theory, it is going to be related to the findings and themes 

extracted from previous studies.       

The Field 

The Field is a network of relations between positions determined by the possessions of active Capitals. 

Bourdieu is operating with three fundamental types of Capital: Economic Capita, Cultural Capital, and Social 

Capital, which is elaborated later in this chapter. Contemporary society is constituted by a network of 

relatively autonomous Fields which each has its own specific logic, rule, values, and interests. Thus, the 

types of Capital which are actives depends on the Field. One example, to illustrate the connection to the 

Field and the active capitals are how economic success is considered prestigious in the Field of business but 

is not in the same way considered prestigious in the Field of the arts. (Andersen & Kaspersen, 2020, s. 478-

479). 

Symbolic Capital 

Bourdieu is operating with three types of Capital: Economic Capital, Cultural Capital, and Social Capital. 

These are the fundamental type of capitals the agent can possess. The value of the capital depends on the 

social context the capital is brought into, which Bourdieu refers to as the Field. Bourdieu is operating with a 

fourth type of capital, the Symbolic Capital, which is the influence and power the three types of capitals can 

be converted to in the right field.  When a capital is accepted and approved by the agents of the Field, then 

the capital can be converted to Symbolic Capital hence influence, resources, and power in the Field. One 
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example of this mechanism is when an agent has the SAA title, then the agent possesses the SAA title as a 

Cultural Capital which in the field of the auditing industry enables the agent to gain prestige, career 

advancement, higher salary and thereby influence and power hence Symbolic Capital. The Cultural Capital 

of the SAA title is only converted to Symbolic Power within a field which assign the SAA title value therefor 

the SAA title will not enable to agent access to power in for instance the field medicine. 

The following is an elaboration of the different types of capital. Economic Capital is money, material 

resources and knowledge on the rules of the economic games. The Cultural Capital is educational 

achievements, titles, exams, and the skill to master the legitimate cultural codes. The Cultural Capital in 

relation to having the skills to master legitimate cultural codes is expressed when an agent has the 

adequate knowledge and know-how to access power in a field closed for other agents. One example of this 

is the homo-sociality expressed in how managers and senior managers recruits and promotes candidates 

like themselves and thereby contributes to reproduction of the organizational gender relations as 

(Andersen-Gough, Grey, & Robson, 2005) discuss. One mechanism that can explain the tendency to recruit 

and promote candidates like themselves is the candidate’s possession of Cultural Capital in the sense of 

having the skills to master the legitimate codes in the social context of management. If top management is 

dominated by males and if they share the interest of e.g., cars and football, then the candidates who have 

the knowledge and knowhow to discuss cars and football will be able to form a connection to the 

management which can enable the candidate to be noticed, accepted, recognised and thereby be more 

likely to be recruited and promoted. Thus, the candidate who possess the Cultural Capital as knowledge on 

football and cars can transform the Cultural Capital to Symbolic Capital because the field of management 

consider knowledge on cars and footballs as valuable because they have an interest of these themes. Thus, 

an employee in the same company who does not have the same knowledge and know-how on these 

subjects will not have the same access to the recognition of the management. 

Social Capital is the resources the agent has access to via their membership or association to a specific 

group. One example could be if an agent is engaged in the company football, then they are member of a 

social group related to their work. If people from senior management is engaged in the company football as 

well, then the membership can enable the agent to become more visible for the management or be able to 

create stronger alliances with the management and thereby enhance their chance to career advancement. 

Thus, the agent can via his Social Capital in the form if the membership to the company football be enabled 

to convert their Social Capital to influence and power (Andersen & Kaspersen, 2020, s. 471-472). In this 

research the conceptional framework of Bourdieu’s forms of capital can be applied to provide a perspective 

of the female auditors’ access to power and position in the power distribution and power relations in the 

Field of the auditing industry. 
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Habitus 

Habitus is the agent’s system of disposition including norms, values, cultural habits, and beliefs. The agent 

is orienting in the social world based on their habitus. In other words, the actions, opinions, choices, and 

practise of the agent are based on their Habitus. Habitus is a system developed from the previous 

experiences of the agent’s life. The early experiences in the agent’s life regarding upbringing, schooling and 

education are the most central factors forming the Habitus. Habitus is relatively stable throughout the 

agent’s lifetime because of its selective function in how it attracts the agent to situations confirming their 

previous positions and reject the agent from situation challenging and questioning their Habitus. The 

concept of Habitus is explaining the agent’s ability to act reasonable without being completely rational. The 

relationship between Habitus and the Field is on one hand the agents Habitus is structured by the Fields 

when the agent is complying to the rules and norms of the Field, but at the same time the Habitus of the 

agent contribute to constitute the Field by assigning it meaning, value and worth to engage in. Thus, 

Habitus is both a product of the social history of the agent and it orchestrates the social practise of the 

present and thereby producing new history. (Andersen & Kaspersen, 2020). One example (Holmstykke 

Kristensen, Kent, Warming-Rasmussen, & Windsor, 2017) discuss the societal expectation to the role of 

women and their reproductive biology culturally categorizes women’s identities as primarily wives and 

mothers. They point out that there is an expectation and assumption for women to be mothers, to have 

more responsibility of the family and to be the main care giver for the children compared to the father. If 

these societal expectations and assumption of the female gender and the role of a mothers are internalised 

through the agent’s upbringing and education, then it can influence the agent’s system of disposition hence 

the Habitus. Thus, the Habitus of the agent can together with the expectations from the Field dispose 

mothers to prioritise to take more responsibility of the family compared to the father, to take majority of 

the parental leave and to become the main care giver.  

Habitus creates a dialectical relationship between the objective reality and the agent’s sense of reality in 

term of their own capabilities and limitations. The agent rejects what in priori has rejected them.  

Therefore, according to Bourdieu gradually there emerges a harmony between the objective possibilities 

available for the agent and the goals/aim the agent finds realistic and desirable. What apparently seems 

like the free choice of the agent de facto harmonises with the social inclusion – and exclusion mechanism 

which the agents is not fully conscious about and only have limited capability to change. (Andersen & 

Kaspersen, 2020, s. 472-473).  One example (Holmstykke Kristensen, Kent, Warming-Rasmussen, & 

Windsor, 2017) emphasises that due to female accountants do no choose to take the SAA exam, then they 

are less likely to be promoted to owner/partner level because it requires the SAA title. As the research of 

(Holmstykke Kristensen, Kent, Warming-Rasmussen, & Windsor, 2017) explain there are a range of complex 
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social factors leading to different prospects of career advancement for male – and female auditors. 

Bourdieu would explain these complex social factors as patterns of inclusion – and exclusion mechanism. 

Since the top management level of the auditing industry is dominated by men something indicates that 

there are mechanism excluding women which can explain why women are not choosing to pursuit the SAA 

exam in the same degree as men based on Bourdieu’s theory on how agents reject what in priori has 

rejected them.  

 

Masculine Dominance  

Bourdieu applies his theory of the, the coherence between the social- and mental structures and between 

the objective possibilities and the subjective expectation (Habitus), in his analysis of gender and masculine 

dominance. Bourdieu rejects the notion that women who are dominated by men simply need to riot and 

break free from the mechanism oppressing them. The solution is not that simple because women are 

socialised in the same structures of thinking of women as inferior. The mental structure reflects the social 

structure which have certain collective perceptions of women as inferior, passive, fragile, weak etc. 

Therefor to change the culture oppressing and limiting women, then women and men need to distance 

themselves from their own thinking and the mythological gender construction which materialised in the 

female and male body. (Andersen & Kaspersen, 2020). 

One example of this is the research of (Kornberger, Carter, & Ross-Smith, 2010) where they found that 

initiating a program aiming to retain female auditors by providing them with increased flexibility 

contributed to reproducing the gender inequality. They explained how the dominating pre-existing culture 

of high performance and full-time commitment categorises women working flexible hours as only part-time 

committed and unserious about their career. This illustrates the coherence between mental structure and 

social structures, both female and male employees perceive working flexible hours as reflecting part-time 

commitment and thereby both females and males contributed to a culture categorising female auditors 

working flexible hours as only part-time committed and unserious.  

Additionally, the masculine dominance is maintained because the gender hierarchy is embedded in the 

body. The gender distinction has been imbedded beyond ones conscious and is therefore difficult to make 

explicit and transform. Bourdieu is operating with a term bodily “Hexis” which is the constitution of the 

body and its function and language. The bodily Hexis emerges from the way small girls and boys are raised 

and socialised based on gender specific ways of walk, stand, sit, talk, be quiet, listen, laugh, and cry. Hexis is 

something a person is, not something is having like an opinion, therefore it is very difficult to change Hexis. 

The bodily Hexis is expressed in how the male body is associated to strength, independence, freedom, 

brutality and infinite need for sex, drinks, and food. Where the female body is associated to something that 
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only need a limited amount of food and drinks like a small child, and only need light and healthy food. 

Women need to be careful of what they eat due to their concern on how it will affect their appearance and 

vitality. The female body is subject to assessment of others. Therefore, women are very self-critical and 

often never can fully accept their body. Where the body of a powerful man is free from assessment from 

others no matter how much their body deviates from the beauty ideal of society. Men are free to set their 

own positive self-reflection as the only legitimate reflections.      

Thus, Bourdieu argues that the perception of gender is produced and reproduced via mental and social 

structures. The perception of the genders is during the agent’s upbringing, embedded in the body and 

therefor become internalised beyond the conscious of the agent (Andersen & Kaspersen, 2020, s. 473-474).  

Symbolic Violence 

Symbolic Violence is a kind of invisible violence and exercise of power which is not recognised as violence 

or exercise of power. Symbolic power is the dominating groups power to maintain consensus on the 

meaning of the social world, which is arbitrary, but accepted as natural and objective from both the 

dominating- and dominated. Symbolic Violence is a result of process which disguise and perceived historical 

societal hierarchies e.g., masculine dominance as natural from both the dominating- and dominated group. 

Symbolic Power is maintained and reproduced by the collective denial of the reality of the existing 

dominance relationship and the un-reflected acceptance of the system, and the culture which 

systematically favours the agents from the dominating group.  Therefore, the Symbolic Violence causes the 

dominated agent to perceive their lack of success as a lack of personal qualities and skills, when reality is 

that there is a system advantages the agents from the dominating and privileged group (Andersen & 

Kaspersen, 2020, s. 477-478).  

Doxa and Illusio 

Doxa is the logic and common-sense of what is right, wrong, normal, abnormal, qualified, and disqualified 

in the Field. Each Fields has its own Doxa, and thereby, a set of rules, logic and common-sense. The most 

invisible Doxa in the Field is the logic that nobody questions because it is considered so natural and obvious 

that it does not need to be discussed. The Doxa of a Field consist of pre-reflective, unconscious, partial 

embodied rules of behaviour and rules of the game on the specific Field. The Doxa is working as a 

socialisation process for newcomers entering the Field, which can be reflected in requirements such as a 

certain level of degree, recommendations, network etc. The Doxa based socialisation is never complete due 

to an ongoing battle in the Field between the established people and the newcomers. According to 

Bourdieu the newcomers will bring a certain amount of heterodoxy while the established in the filed 

represents the Doxa of the Field. The motivation for the newcomers to bring certain amount of opposition 
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to the Doxa of the Field; it is to change the Doxa in the Field, and thereby, to dethrone the established and 

to reorganise the Field to accelerate their own possibilities of advancement in the Field. The newcomers 

hereby, force the established to break the silence and actively apply Doxa as orthodoxy as a defence to 

preserve their status in the Field. The established in the Field have already achieved a higher level of 

recognised forms of capitals in the Field, therefore, they will aim to stop new developments which can 

harm their established status. The newcomer on the other hand, aims to challenge to Doxa to a certain 

extent. The newcomers do not challenge or questions the complete game in the field because if the Field is 

destroyed then the newcomer’s future in the Field will be destroyed as well. Thus, the battle between the 

newcomers and the established in the Field is a battle of the attractive positions in the Field and what 

forms of capital that are active in the Field. One thing thar limits the battle of the heterodox and the 

orthodox is the common aim to preserve the legitimacy of the Field which is a fundamental primacy for all 

the players on the Field, if there is no Field, then there are no players.  

 

Bourdieu is additionally operating with a concept called “Illusio” which is when an agent is invested in the 

game of a Field to such an extent that they forget it is a game. Illusio describes the enchanted feeling of 

connection the player has to the Field. The players in the Field are motived by the Illusio to engage in the 

game in the Field. Therefore, if Illusio burst it is the beginning of the downfall of the Field. (Andersen & 

Kaspersen, 2020, s. 479-481). 

Summary 

The Field, is a network of relations between positions, which are determined by the active forms of 

Capitals. The main Field studied in this research is the Field of the auditing industry.  

 

Symbolic Capital, there are three fundamental types of capitals: Economic Capital, Cultural Capital and 

Social Capital and the fourth Symbolic Capital which the fundamental forms of capital can convert to if they 

are perceived valuable in the Field i.e., if the form of Capital is active in the Field.  

Habitus, is the agent’s system of dispositions including norms, values, cultural habits and beliefs. Habitus is 

product of the agent’s social history, but the most central for the structuring of the agents Habitus is the 

upbringing and schooling. Habitus is a products of the agent’s social history, but also orchestras the agents 

social practise and thereby produces new history. Habitus is a product of the socialisation of the agent.   

Masculine Dominance is a result of a dominance based on socialisation which have developed collective 

perception of gender distinction which over time has been embedded in the body as bodily Hexis which is 
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the gendered body. This is expressed on how women and men both contribute to maintain and reproduce 

the masculine dominance in both the mental structures, social structures and how the body is conducted. 

Symbolic Violence is the mechanism maintaining and reproducing the social order. The Symbolic Violence is 

when the dominating- and dominated group collectively deny the reality of the dominance relationship and 

therefore un-reflective accept a system that systematically favours the agents from the dominating group. 

The Symbolic Violence is when the collective accepts these systems of social order as the law of nature.  

Doxa and Illusio, Doxa is the logic and common-sense of what is right, wrong, normal, abnormal, qualified, 

and disqualified in the Field. Each Fields has its own Doxa, and thereby, a set of rules, logic and common-

sense. Illusio is when the agent is invested in the game of the Field and forget it is game. Illusio is the 

mechanism attracting and motivating the agent to play the game in the Field. If Illusio bursts, then the Field 

is falling apart.    

6.4 The methodological perspectives of Bourdieu 

The purpose of the methodological perspective is to understand how Bourdieu is contributing to this thesis. 

The methodological perspective refers to the inevitable value-laden perspective included whenever an 

investigator assesses an object. The inevitable value is the perspective, prior expectations and experiences, 

underlying assumptions, and values of the investigator. The methodological perspective is a kind of meta-

theory of the theory because it is not about the specific theory, but about the underlying assumptions, 

values, and perspectives from what the theory derives from. 

 

Methodological Relationism  

The methodological perspective of Bourdieu is based on methodological relationism. Methodological 

relationism contributes with an alternative to the opposing oppositions of the methodological holistic and 

the methodological individualistic perspective. The focus is not on the general structures or on the agent 

but the relationship between the positions of the agent regarding other individuals and the structures 

(Michael Hviid Jacobsen, 2010, s. 363-364). 

Bourdieu emphasises the importance of understanding the relations between the different dominating and 

dominated positions in the social field to capture the complexity of the society. The concept of Bourdieu 

including Classes, Field and Habitus all contain classical relational characteristics. One of Bourdieu’s most 

important points is that a social phenomenon can only be understood in oppositions and comparison with 

other social phenomena. Bourdieu rejects the positions of the methodological holism and methodological 

individualism. Instead, Bourdieu perceives any sociological analysis of e.g., power, capital, or status as 
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something describing a relationship between a dominator and dominated part, or an unequal distribution 

of desired possessions between two groups etc. (Michael Hviid Jacobsen, 2010, s. 365-366). 

The theory applied in the analysis is going to be the conceptual framework of Bourdieu. 
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7.0 Analysis 

7.1 Findings 
In the following table the results of the interviews are laid out, which are organised by the identified codes 

and themes. Throughout the analysis are translated versions of quotes from the interviews conducted in 

Danish. The Danish versions are to be found in appendix G. 

 

Codes Themes

The Auditing Industry 

Auditing industry challenges

Recruitment and retention

Few female SAAs

Job opportunities outside the auditing industry

Generation gap

Boring Assignments 

The future of the auditing industry 

SAA as a ceiling? 

The age of the candidtaes 

The work environment 

The structuring of work

Health

Workload

Collegial bond

Dynamic Work Environment 

High pace, comeptetive and many travels 

Coorperation

Leadership structure, a challenge in the industry

Communication

Diversity in the auditing industry

Types of assignemnt 

SAA program, study conditions

How to enter the program

The program

Exam conditions

Hard work and time consuming

Professional and Talented

Self-management 

The process to become an 

SAA (structurel challenges)
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Motivation 

To make a difference

Reasons for choosing the industry

Reasons for deselecting the auditing industry

Role models 

Sense of community 

Working against a stigma

Leadership

SR is the natural advancement 

Development 

The priorities 

Prioritisation, personal effort and sacrifices 

Workload

Logistics 

Family and support 

"Work and life balance" 

Flexibility

Recognition of performance 

Feedback

Compensation

The SAAs' experience  (Expectaion vs. Reality)

Challenges 

The program, the exam form and the method

As a woman in the industry

 

Men and Women 

Humane qualities

Women vs. Men 

Statements about men

Statements about women

Glass Ceiling

Responsibility of the Family 

 

Linguistics 

Driver and challenges for 

becoming an SAA
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7.2 The Process to Become a SAA  
This paragraph is an analysis of the process to become a SAA based on the formal structures. The aim of the 

paragraph is to analyse how the formal structures challenge and enable women to become SAAs. The 

chapter is divided in an analysis of first, the Auditing Industry, second the Work Environment and third the 

SAA Programme.      

7.2.1 The Auditing Industry 
The analysis of the Auditing Industry is divided in factors related to: Recruitment and Retention, Male 

Domination, Gender Inequality, The Generations Gap, and SAA as a Ceiling.  

7.2.1.1 Recruitment and Retention  

According to our findings there is a general lack of auditors on all levels in the auditing industry which 

increases the pressure and workload in the industry. Today there are not enough people recruited into the 

industry and there are too many leaving the industry due to retirement or alternative job opportunities 

outside the industry.  

There are not enough people entering the industry, i.e., not enough auditors who become SAAs and there 

are too many people leaving the industry due to retirement or to alternative jobs opportunities outside the 

industry. If this development continues the problem is going to be amplified in the future.  

The respondents view on why there are more men than 

women who are/become SAAs?

Family

SAA is a management position

Challenges because of being female

Prioritisation

Lack of rolemodels

Recruitment issues

Why is it a problem that few women choose the SAA path

Gender representation 

issues

The new examform 

The culture 

Increased flexability and narrowed pensum 

The SAA program

More transparacy

More information about the process to become SAA 

during CMA

Better working conditions

Revive the industy

Recruitment and retention

SAA on part time

Solutions 
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” It is disturbingly few people who become state authorised auditors in comparison to the 

number who are retiring and what are they going to do in the future.” (A1, #1) 

“… the industry has a massive challenge regarding the limited number of people they are 

going to have because everybody is going to retire (..) we are going to miss a couple of 

thousands of authorized auditors in 10 years (..) and then there will a fewer number of 

partners and SAAs to sign. All this will provide completely other challenges” (CR1, #2)  

The factors leading to the lack of people in the auditing industry are, according to our findings, the 

challenges of recruiting new auditors and retaining the current ones. The challenge of recruiting new 

auditors is the job of, according to the company representatives, attracting qualified candidates and 

fighting negative “stereotypes” and “perceptions” of both the industry and the process to become a SAA. 

The auditing companies are spending a lot of resources on strategies to attract more people to join the 

industry by recruiting more student assistants to give them a positive experience of the industry and to 

breakdown the negative perception of the industry in an early stage. Additionally, the auditing companies 

host and engage in events and networks to create more transparency about the industry including the 

process to become a SAA, share the good stories of how people manage to have a family and a career in 

auditing and to establish female networks to recruit and retain more female auditors.  

The company representatives are talking about breaking down negative stereotypes and perceptions of the 

industry, but the retention problem of the industry indicates that something is drawing people away from 

the industry both current employees and potential new ones. In other words, there might be a link 

between the challenges of recruiting new candidates and retaining the current employees which could be 

explained by some extent of reality in the “stereotype” and “negative perception” of the industry. 

Based on our finding the explaining factors of the retention problem in the industry is the comprehensive 

workload, the many job opportunities outside the industry offering similar jobs with better working 

conditions and better salary. 

”I am having a fair share of exit interviews. I think work/life balance. There are too much 

work. I think auditors in general want to work more, but maybe not as much as and for so 

long periods as the industry demands” (CR2, #3) 

In accordance to our findings another factor causing the retention problem is how the big auditing 

companies can be perceived as educational institutions. The big auditing companies hire people in different 

stages of their education down to when they begin their HD, HA, CMA or SAA. Therefore, the big auditing 

companies tends to be perceived as educational institutions where some employees in advance have 
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decided to stay temporarily until they have graduated HD, HA, CMA or SAA, or have achieved whatever 

they themselves consider as sufficient level of competencies to move to the next step/job etc. 

”…the auditing houses are perceived as educational institutions. Because then you are here 

until you have graduated HD or the CMA or the SAA, or another milestone where you feel you 

have acquired the adequate set of competencies to go to the next step…” (A4, #4) 

If current development continues the problem is going to be amplified in the future. The challenge of 

recruiting new candidates especially women and the challenge of retaining current employees, again with 

the special focus on women, are the essence of this investigation. Therefore, the following is an elaboration 

on how the formal structure of the industry enables and constrains people to become SAAs with a focus on 

female auditors.  

7.2.1.2 Male Domination  

According to our findings the female auditors experience and perceive the auditing industry as a male 

dominated industry. The statistics confirm it, but the interesting part is that the female auditors are aware 

of it and talk about themselves as the minority in a “male dominated industry”, “men’s world”, “men’s 

profession” etc. We found that female auditors have to work harder to achieve recognition compared to 

male auditors. The male auditors are naturally associated to the required skills where the female auditors 

have to work against the bias. Female auditors experience a difference in what is acceptable behaviour of 

female auditors compared to male auditors it can, according to Bourdieu, be explained a norm in the social 

structures of genders dictating women to be passive, inferior, fragile etc. therefore it is not acceptable for 

women to “talk in a hard tone” and exhibit “aggressive” behaviour unlike men. Our finding indicates that 

the auditing industry constitutes a system of explicit and implicit rules, norms, values, logics etc. that 

systematically advantages male auditors over female auditors causing it to be “easier” for male auditors to 

gain and maintain access to power in the auditing industry. This can be a factor constraining women to 

become SAAs.  

In general, the respondents have expressed directly or indirectly how the auditing industry is dominated by 

men using words like “male dominated industry”, “men’s world”, “men’s profession” amongst other 

expressions. Thus, clearly the respondents experience and perceive the auditing industry as male 

dominated.  

”… but I have chosen auditing based on the fact that I have generally always thrived well in 

male dominated industries” (A1, #5) 

“… and navigating in a man’s world and all that it can be hard sometimes” (A3, #6)  
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One of the respondents explains how their father recommended them not to become an auditor because” 

it was a too hard a job for his little girl”. 

"…I think he thinks it is a too hard job for his little girl. And it is too hard, with too many 

working hours and a lot of seasons. And yes. I think it is the primary thing he think it is a hard 

job.” (A4, #7) 

This wording emphasises how the industry is not for “girls” because it is too hard for “girls”. First of all, the 

sentence indicates that women share the same status as young girls, and therefore to some extent the 

same status as children. This resonates with Bourdieu’s theory on gender and masculine dominance, in how 

he argues that there exist underlying collective perceptions of women as fragile, passive, and weak like 

“girls” and men as strong and brutal which apparently is required to survive in the “harsh” industry.  

During the interviews it is mentioned how it is difficult to be a woman in a male dominated world 

(company) because it is harder to gain recognition. There is a difference in what men and women are 

allowed to say; this is exemplified in how it is accepted for a man to tell the team to “speed up a process” 

where if a woman say the same then they are perceived as stiff/rigid.  There is a greater respect for men in 

general in the industry. The finding of Kornberger et. al. (2010) confirms how there is difference in the 

performance evaluation of men and women. They point out how female auditors in a male dominated 

industry are expected to ”outperform” men in order to make their career. Women are expected to not only 

perform on the same level as men but need to perform even better to achieve the same level of 

recognition. This corresponds with our findings regarding how the respondent experiences it as harder to 

achieve recognition as a women compared to a man.  

In continuation, many of the respondent explain how the industry is male dominated, but how it is not an 

issue for them personally because they know how to adapt into a male environment; they are used to it 

and they are used to be a part of the “boy’s group”, they thrive well in male environments, or they share 

many of the traditional characteristics as men do, e.g. they are direct and straight forward etc. One of the 

respondents explains how they as a female auditor are perceived just like everyone else because they have 

proven their worth through the past years.  

”…I grew up in uh male environments, I have a lot of uh, boy groups so to speak so I'm used 

to that (...) And I do not think I'm looked down on or anything because I e.g. is the only 

woman in a forum.  Through the past years I have shown my worth and then I am perceived 

equal to everyone else…” (A4, #8) 

Based on our findings there are indications of Symbolic Violence expressed as a male dominance in the 

auditing industry which Bourdieu elaborates in his theoretical concepts. First an elaboration on the 
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dynamics between the theoretical concepts based on Bourdieu’s “game analogy” is discussed. The Field of 

this research is the auditing industry, and the Agents are the auditors. In every Field, there is a “game” 

between the different dispositions in the Field to achieve power and recognition. In the auditing industry 

when the new auditors invest their time and resources to advance in the hierarchy, they are then engaging 

in the game to achieve more power. The game in the Field is based on the “rules of the game” which 

Bourdieu refers to as the Doxa of the Field. The game is played by the Agents participating in the Field. The 

Agents play the game based on their possession of “cards”, which represent the different types of Capitals 

they possess. Doxa of the Field are the explicit and implicit rules, procedures, culture, expectations, norms, 

values, logics etc., of the auditing industry. Therefore, Doxa of the Field determines what is right, wrong, 

normal, abnormal, qualified, and disqualified within the auditing industry. According to Bourdieu Doxa 

functions as a socialisation process of the auditors into the auditing industry. When the new auditors begin 

in the auditing industry, they are gradually trained to become professional auditors as they advance from 

trainees to assistant managers, managers, senior managers, directors, partners etc. The training to become 

professional auditors includes training in navigating and complying to both the explicit and implicit rules, 

procedures, culture, expectations, norms, values, logics etc., of the auditing industry i.e., Doxa of the Field. 

According to the theory of Bourdieu the Habitus of the auditors are both structured by the auditing 

industry but are simultaneously structuring the auditing industry. The auditors are structured by the 

auditing industry during their training to become professional auditors where they learn to comply to the 

requirement and norms of the auditing industry, and they structure the auditing industry when they assign 

the auditing industry meaning and value to be worth it to engage with it. The Habitus of the auditors are 

according to Bourdieu not something individual-oriented, because according to Bourdieu everything 

individual, personal, and subjective are product of the social – and collective structures. The Habitus of the 

auditors are the pre-disposition of the auditor which makes them want to engage in the game in the Field, 

it is also their understanding of the “game” and the knowledge of the “rules of the game” in the auditing 

industry.  

The previous study of Andersen-Gough et al. (2005) points out how organizational imperatives of the 

required skill to be a qualified auditor, in the industry, commonly are translated into social abilities 

reflecting male discourses of good social skills and correct socialisation. This corresponds to our finding, 

which indicates a gender bias in the Doxa of the auditing industry causing, the required skills and correct 

socialisation of being a qualified auditor, to be associated with male discourses. This can explain why 

female auditors must work harder to achieve recognition compared to male auditors. The male auditors are 

naturally associated to the required skills where the female auditors must work against the bias.   

When the female auditors experience a difference in what is acceptable behaviour of female auditors 
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compared to male auditors it can, according to Bourdieu, be explained by caudexes in the social structures 

of gender, which determines what is acceptable/unacceptable and appropriate/inappropriate practise for 

respectively men and women. These universal caudexes of genders are according to Bourdieu both socially 

constructed and takes departure in the biological differences in the gendered body where they over time 

merges and become a part of the social structures of society, which via complex socialisations processes 

becomes embedded in both the mental structures of the agents and the body of the agent. Thus, there is a 

norm in the social structures of genders dictating women to be passive, inferior, fragile etc. therefore it is 

not acceptable for women to “talk in a hard tone” and exhibit “aggressive” behaviour unlike men. These 

are all indications of how the auditing industry systematically benefits men over women, which Bourdieu 

explains as a kind of Symbolic Violence expressed as male domination. The Symbolic Violence are indicated 

in the gender biased mechanisms systematically benefitting men over women. According to Bourdieu both 

the dominated - and dominating group contribute to the maintenance of the dominance relationship via an 

unreflected acceptance of the dominance relationship from both parts. The unreflected acceptance from 

the dominated group happens because they perceive the conditions as given and natural. When the female 

auditors explain how they are used to adapt into the male dominated environment it is an indication of 

how they perceived the male dominated culture as given and natural and therefore just must adapt into 

them. Further the unreflected acceptance happens when both men and women discriminate based on 

gender which is the case when there is a general approval (from both men and women) of men are talking 

in a “hard tone” and a disapproval of women who “talk in a hard tone”. The same unreflected acceptance 

of discrimination based on gender is relevant when both men and women expect women to outperform 

men to get the same level of recognition. Therefore, according to Bourdieu both women and men 

contribute to the maintenance of a masculine dominance, where both men and women accept and 

contribute to a system that conditions auditors differently based on their gender.  

Thus, the auditing industry constitutes a system of explicit and implicit rules, norms, values, logics etc. that 

systematically advantages male auditors over female auditors causing it to be “easier” for male auditors to 

gain and maintain access to power in the auditing industry. This can be a factor constraining women to 

become SAAs because they are systematically disadvantaged compared to men in the auditing industry. 

Additionally, the collective gender perceptions contribute to disadvantage other women by enforcing 

gender specific norms, rules, expectation, values on to what is accepted and expected of women and men. 

7.2.1.3 Gender Inequality 

In the auditing industry it is, according to our finding, generally required to be a SAA in order to advance to 

a higher level than senior management and to become a partner. Therefore, the gender inequality among 

the SAAs is similar in the top management. The current gender division constitutes a formal structure 
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within the auditing industry. According to our findings a lack of role models can be a constraining factor to 

potential SAA candidates because the candidates need to see that someone like themselves can become – 

and be SAAs. Therefore, the lack of female SAAs and partners can be a constraining factor for potential 

female SAA candidates. The challenge is not only the gender division, but how the current group of SAAs 

and partners are too homogeneous, which causes a lack of role models beyond gender. One specific 

example is the lack of a role model who prioritises family and private life, both during the process of 

becoming a SAA and as a SAA. There is a tendency for female SAAs to fight to inspire and encourage other 

women to become SAAs as well, which can be an enabling factor for other women to be empowered and 

inspired to become SAAs.  

It is stated during the interviews that Denmark is one of the most challenged countries in Europe regarding 

gender diversity in the auditing industry. There is a general concern for the development of the gender 

diversity in the future because currently there is an overweight of male auditors who are SAAs and in top 

management, meanwhile there is limited number of female auditors becoming SAAs.  

The clear gender inequality is expressed in our findings, when we asked the respondents if they have 

experienced any difference between female and male SAAs, then all the respondents answered it was 

difficult to say anything general because they have only met a very limited number of female SAAs. 

One general concern among the respondents regarding the gender division is the lack of adequate role 

models to inspire potential SAA candidates. The potential female SAA candidates need to see other female 

auditors become and be SAAs. Though as many of the respondent point out, the lack of role models goes 

beyond gender. The current group of SAAs and partners is too homogeneous which causes a general lack of 

diversity among the SAAs and the partners which entails a lack of role models to appeal to different types 

of people beyond gender. The lack of adequate role models is according to our finding one of the essential 

barriers for potential candidates to begin the SAA process.  

One specific example mentioned during interview is that the lack of role models is not necessarily gender 

specific, but more about a role model to lead the way and show it is possible to become and be SAA and be 

able to prioritise private life and family as well. 

It is mentioned during interview that there is tendency for the few women who are SAA that they are 

fighting to inspire other women to become SAAs as well. They know they are the minority. This will 

empower and inspire other women to become SAAs and can be a factor enabling other women to become 

SAAs.  
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7.2.1.4 The Generation Gap  

Currently, there is a generation gap in the industry entailing in different expectations and perceptions of 

working life. The top management is currently dominated by white middle-aged men who perceive a good 

auditor as someone who is working a lot, they foster a culture where it is expected to accept working a lot 

and they work a lot themselves. The working culture clashed with the new generation who do not accept 

just working many hours and overtime; they expect, demand, and prioritise to have time to care for their 

private life as well. This is expressed in how the new generation does not have the same loyalty to their 

employer. When the top managers foster a culture where it is expected to work many hours and overtime, 

it can be perceived as unacceptable to not comply to this culture which can be a factor of why many 

women are leaving the industry, as they do not feel it is acceptable to work less to prioritise private life 

including children and family. 

There is a general concern about the generation gap in the industry. As previously mentioned, it is going to 

be a challenge in the future because today there are a limited number of people who are becoming SAAs 

and staying in the industry, and the age of the current SAAs indicates that a lot of the current SAAs are 

going to be retired soon. According to our finding, the auditing industry currently is primarily managed 

by an older generation of white middle-aged men, who foster a certain working culture where it is 

expected that the employees prioritise work and accept working many hours and overtime.  

“…it does something good for a culture when the auditing firm are not only run by middle-

aged men. You are attempted to say middle-aged white men right. It is a special culture 

challenged by the generations gaps in particular…” (A1, #9) 

The new generations are not willing to accept working many hours and overtime in the same degree 

because they demand to have time to prioritise their private life as well. Additionally, the new 

generation does not have the same loyalty to their employer, and they set fourth expectations to their 

employer and the types of assignment they are willing to accept.  

”… and you can feel that those who start now do not want to work all the time. The problem 

is that the partners and the managers who are positioned in the top management, think we 

have to work 70+ hours a week, therefore they are not willing to slack on the planning. 

Therefore, we are currently in a transitions period” (A2, #10)   

The generational gap is expressed in how the older generation perceives a good auditor as someone who is 

working many hours. Based on our findings, the new generation works differently and has other 

expectations regarding the concept of what a good auditor is which also entails a healthy balance in their 
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work life and private life. ”If the majority of  top management consists of auditors from the older 

generation who have a certain perception of a good auditor, then this can be conditioning for the norm and 

culture in the industry of what is considered as the “right behaviour” and what is considered as the “wrong 

behaviour”. If people from the new generation feel it as wrong behaviour to be prioritising family instead of 

working overtime, then it can cause them to leave the industry to find another place where it is acceptable 

to work more regular hours. 

” Some of the older generation of auditors think that much work makes a good employee, but 

I think it is bullshit and I can see I work differently than other of my male co-worker.” (A10, 

#11) 

The dynamic of the generational gap corresponds to the conceptional theory of Bourdieu in regard to the 

game between the different dispositions, of the new auditors and the established auditors, access to 

influence and power.  According to our findings the top management is represented by the older 

generations who operate based on the established Doxa of the Field i.e., the top management operates 

based on the values, norms, and logics they were socialised into the industry back when they started their 

career as auditors. The new auditors represent the new generations and are the newcomers to the Field of 

the auditing industry. As mentioned previously, Doxa functions as socialisation of the new auditors entering 

the industry, which is reflected as the auditors who are trained and educated to apply the expectations and 

norms of the industry. Though according to Bourdieu, the Doxa-based socialisation is never complete 

because the new auditors bring a certain amount of Heterodoxy to the established auditors’ norms, values, 

and logics. The motivation of the new auditors to bring a certain amount of opposition to the Doxa of the 

Field, is to change the norms, values, and logic of the Field to diminish the power of the established 

auditors (top management) and to reorganise the current “rules of the game” to accelerate their own 

possibilities to access power and influence, which in this case it the possibility to advance without having to 

work many hours and overtime for many years. Despite the power struggle between the new auditors and 

the established auditors, Doxa is maintained to a certain extent because the established auditors are 

fighting to maintain the Doxa of the Field in order to preserve their powerful positions of the Field, and the 

new auditors are careful of not destroying Doxa of the Field because it will entail destroying the “game to 

achieve power” in the Field, which will destroy the purpose of the Field. The struggle of power and 

influence between the established auditors and the new auditors can explain why top management 

enforces their ideals of a good auditor as someone who prioritises work and accepts working many hours 

and overtime for many years and how this is the legit way to advance and rewarded with power and 

influence. Where the new auditors challenge the “rules of the game” to accelerate their access to power 
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and influence by e.g., legitimising the possibility to be a good auditor by advancing faster and faster to get 

access to power and influence without having to go the long way of working many hours and over time for 

many years like the established auditors did. Despite this, the Doxa remains stable due to the common 

interest of all the Agents in the Field to maintain the legitimacy of the Field i.e., all auditors working in the 

industry want to maintain the auditing skills and – service essential, because if they lose this status then the 

industry will be pointless and destroyed.  

Doxa is, despite a certain amount of Heterodoxy, remained roughly constant over time.  The Doxa of the 

industry determines what and who is considered right/wrong and qualified/disqualified. Thus, according to 

our findings Doxa is based on a perception that right and qualified behaviour is to work hard and many 

hours, therefore, this kind of behaviour leads to recognition and access to power and influence in the 

industry reflected in promotions, increased salary, bonus etc.  The opposite behaviour, or even indication 

of the opposite behaviour, are perceived as wrong and unqualified, and does not lead to recognition and 

access to power and influence. It is not only the top management who are operating based on Doxa, but 

everyone engaged in the industry because everyone working in the industry are operating within the 

culture, norms, and logics fundamental for the industry. The study from Andersen-Gough et. al. (2005) 

found how evaluation processes in the auditing industry of finding potential partners were not only based 

on the auditors’ levels of technical skills or managerial skills, but also a norm of temporal commitment and 

firm-approved-social life. This corresponds to our findings and the theory because it confirms the Doxa in 

the industry: “working hard and many hours equals a good auditor” as being essential to be able to 

advance, even more crucial then “just” having the technical skills. 

Additionally, the study from Andersen-Gough et. al. (2005) found that these requirements systematically 

disadvantage female auditors with family commitment because the family is perceived as something taking 

her time away from work and therefore a career disadvantage. Where the male auditor’s family is 

perceived as a positive extension as a social support mechanism.Thus, the generations gap indicates a 

power struggle between the new auditors and the established auditors, but according to Bourdieu the 

norms, values, culture, and logics of the industry are maintained to a certain extent. Our findings indicate 

that the Doxa of the industry determines “working hard and many hours equals a good auditor” therefore 

showing and indicating that notion is essential to be able to advance and is even more essential then having 

great technical skills. This can cause auditors who do not want to work many hours and overtime as not as 

“good/skilled/ambitious” auditors. Additionally, the studies from Andersen-Gough et. al. (2005) indicates 

that there is gender bias in the Doxa of the industry assigning the family of the female auditors as a 

negative extension taking her time away from work and the family of the male auditors as a positive 



    

Page 43  
 

extension as something that is supporting him to perform better. Therefore, the generations gap is an 

indication of a strong and gender biased culture which generally favours men working many hours. This can 

be a constraining factor for women to become SAA, especially women who do not prioritise working many 

hours or women who have a family. 

7.2.1.5 SAA as a Ceiling  

According to our findings the auditing industry is structured in a way where the auditors are only able to 

reach a certain level then the SAA title becomes a ceiling forcing the auditors to either take the SAA exam 

or to leave the auditing industry to find an alternative career path. Therefore, the SAA can become a formal 

structure within the auditing industry drawing auditors who are not interested in becoming SAAs away 

from the industry. Despite this one of the respondents has demonstrated an alternative career path within 

the industry without the SAA title even though they did not advance in the classical sense, they developed 

their assignments into another area of auditing.    

In accordance with our finding the auditors can advance to a certain manager level, and then it is expected 

to take the SAA exam and be able to do the final signing, to advance to a higher level. There the SAA can be 

considered as a formal structure because currently it not possible to advance to a higher level after 

reaching a certain management level.  There are not many alternative career paths in the industry without 

the SAA title, and therefore the SAA title become an essential factor for the auditors to consider if they 

would like to stay in the auditing industry.  

”If you want to and you have the time, then you begin when you approximately reach 

manager level. Though it is not mandatory, but normally it is expected to be SAA and be able 

to sign in order to advance to senior manager.” (CR2, #12)    

In general, in the interview the respondents explain the SAA as an “up or out” mechanism, hence when you 

reach a certain manager level then you either “go up” and take the SAA or go out of the industry. One of 

the respondents elaborates how no one explicitly told them to become a SAA or leave, but it was implicitly 

written in the culture if they have not officially proven their worth to become SAA then it was a given that 

they should investigate external alternatives. The implicit culture of “up or out” was expressed from our 

respondents who did not have the intention to become SAAs. They explained directly how there is a limit to 

their career within auditing without becoming a SAA themselves and how they will soon reach that limit 

and then have to consider what to do then because they want to stay but are not sure how to. Based on 

the interviews with the corporate respondents there is an awareness of the “up or out” mechanism and 

they have a focus on changing this to prohibit the loss of good auditors by enabling alternative career paths 

without the SAA title or enabling the possibilities of advancing to senior manager, director, or partner 
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without the SAA title. Despite the awareness of the “up and out” mechanism the auditors we have 

interviewed currently still perceive the SAA exam as turning point. 

”There is a limit to how far you can advance if you do not study SAA. I am reaching that point 

soon, and then I must find an alternative out in the industry, as most people do when they 

reach this point, and choose not to study further. I would like to stay and create something 

else, but I have to wait and see.” (A2, #13) 

One of the respondents chose not to become a SAA but still chose to continue their career within the 

industry. They are working part time with classic auditing and part time with related aspects of auditing. 

Thus, they have developed their career, but stayed in the industry without the SAA title. This demonstrates 

an alternative way to stay in the industry while not advancing in the classical sense meaning not to become 

director or partner, but instead developing into other related aspects of the auditing profession.  

The SAA title can become a formal structure in the auditing industry causing the aforementioned “up or 

out” culture. Thus, if the new auditors early in the career already know they do not want to become SAAs, 

then they become aware of the limit to their career path within the industry and this can be a factor 

drawing people, including women, away from the industry. Though one of the respondents has 

demonstrated the possibility to stay in the industry without a SAA and develop into other related aspects of 

auditing, however this is not the current norm. 

7.2.2 The Work Environment  
In accordance to our findings, the working environment is characterised as high-performance, fast-paced 

and competitive to the extent where people compare each other on parameters like feedback, promotions, 

salary, and pace of advancement etc. There is an overweight of people who want to invest a lot of hours in 

work to be promoted and to become SAAs. The comparison culture is expressed when people get jealous of 

each other when others get better feedback, are promoted faster, or are stating the SAA process earlier in 

their career etc.  

The auditing industry has a high-performance culture where working many hours per week is perceived as 

ambitious and prestigious. There is an overrepresentation of people who want to invest many hours per 

week in work. There are a lot of rating system determining promotions, salaries, and bonuses. This is 

expressed in how most of the questions the corporate representatives receive are about how to get higher 

ratings, to be promoted faster, to get more salary and more bonus, which emphasises the general 

description of the working environment. Another indication supporting the general description of the 

working environment is how the respondents who left the auditing industry explain how they enjoy 

working outside the industry because now they have enough time to solve their assignment in a 
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proper manner which was not the case when they were working in auditing because there it was more 

about solving the assignments in a fast pace. Generally, the respondents explain that they do not 

experience an explicit competition, but a kind of indirect competition reflected in how people are 

comparing themselves to each other on parameters like feedback, promotions, salary, and pace of 

advancement etc. One respondent exemplifies how they experience competition when people get 

jealous of each other because someone is allowed to start as SAA right away and others need more years of 

experience before they are allowed to start as SAAs.  

”I experience the competition in regard to the SAA. There is a tiny indication of envy, because 

some must be here for many years before they can start the SAA and other can start after 

few years. It dependent on educational background and the performance.” (A2, #14) 

Another respondent explains how they experience the competition in the extent that there are some 

people who want to invest many hours per week in their job to be promoted and start the SAA as fast as 

possible, but that does not affect anyone else other than themselves, and they experience that there is 

room for everyone. This is an indication of the high-performance culture, but also an expression that to 

some extent there is room for people who have other priorities.  

Thus, according to our finding, the working environment indicates the same factors as discussed previously 

how the Doxa of the Field determines “hard work”; and in this case “high performance and fast pace” as 

the right and qualified behaviour leading to recognition in the industry. Therefore, the opposite is 

perceived as “wrong” and “unqualified” and does not lead to recognition in the industry. This corresponds 

to the findings of Kornberger et al. (2010) where they found that the high-performance culture in the 

auditing industry translates working flexible hours to be part-time committed and unambitious. Therefore, 

if the auditors are not complying to the Doxa of the industry which is “working hard and many hours”, then 

they are not in compliance and are perceived as unambitious and unserious. Thus, auditors who have 

family obligations, or prioritise maintaining a private life etc. are systematically categorised as unambitious 

and unserious about their career, which can be a factor drawing people away from the industry because 

they feel they cannot comply to the Doxa of “hard work” and “high-performance” of the Field.  

7.2.2.1 Hard Tone from the Top 

The “hard tone from the top” is generally not addressed by the respondents, as it was indicated by a few 

that they felt uncomfortable bringing this up around other people. This is a natural feeling as the topic can 

be sensitive and includes complex feelings of discomfort, shame, degradation, embarrassment etc. It can 

further make people feel vulnerable or exposed and not “good enough” at their job. This can be a factor 

silently constraining women to become SAAs.  
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During the interview one of the respondents mentioned how they experience a “hard tone from the top” 

and how it made them feel uncomfortable. They compared the feeling to when they were a child, and their 

parents were yelling at them. Further the respondent explained how nobody was talking about this issue, 

until they brought it up and shared their experiences, then suddenly there were a lot of the others who 

have shared the same uncomfortable experiences with “a hard tone from the top”. It is natural that people 

find it uncomfortable to bring up as the topic can be sensitive and include complex feelings of discomfort, 

shame, degradation, embarrassment etc. Further it can make people feel like they are not “good enough” 

at their job. 

”… Nobody mentioned anything about these experiences, until I told them about my 

experiences, then suddenly a lot of people shared their experiences too (…) I dared to share 

my personal challenges regarding my experiences of how people have talked to me (…) it is 

the hierarchy which makes it difficult to say no because the people you have to say no to are 

the same people who are rating you and have influence on you bonus.” (A7, #15) 

The reason why nobody in general is talking about this can be as mentioned that the subject can be 

sensitive and include complex feelings of discomfort etc. Another reason why people are not sharing these 

experiences can be that they feel it is “embarrassing” to admit having received negative feedback, and 

therefore, feel exposed as not being “good enough” at their job. Based on the experience of our 

respondent the behaviour of the top regarding talking in a hard tone, is inappropriate because it makes a 

lot of people feel uncomfortable. Thus, there is a collective acceptance of a kind of inappropriate behaviour 

from the top. The general acceptance is indicated in how nobody is talking about it or questions it. 

Additionally, it can be difficult to question or oppose the behaviour from the top because it is the same 

people who are determining their feedback, promotion, and bonuses.  

Another respondent explicitly expressed that they do not experience a hard tone from the top but agreed 

to how the hard environment regarding the high-performance and fast pace can cause further pressure.  

”It is interesting, I actually do not experience it. I do not experience (…) a hard tone in here. 

There is a high performance (…) and that causes things to go a bit fast, but not necessary 

entailing a hard tone…” (CR1 #16) 

Not everyone experiences a hard tone from the top, but there is a general agreement to how the hard work 

environment, high-performance can cause a fast pace which maybe includes communicating in an 

inappropriate manner sometimes.  
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The previous study form Kornberger et al. (2010) discussed the hostile environment of the auditing industry 

and found that the environment in general was depicted as a given and an unchangeable reality in which 

the people have to fit in. This can explain why, according to our respondents, there is no one who talks 

about or questions the “hostile environment” and why none of our respondents are talking about it.  

This unreflected acceptance on an inappropriate behaviour as something natural and given, indicates a kind 

of Symbolic Violence and to some extent a real verbal violence between the more experienced auditors and 

the less experienced auditors. The unreflected acceptance is shown in how the auditors are not speaking 

about it or questioning it, they just accept it as a part of their job.  According to Bourdieu, Symbolic 

Violence causes the dominated auditors to perceive their lack of success as a lack of personal qualities and 

skills, when in reality it is that they are a part of a system where they are forced to accept the existing 

conditions. Thus, the hard tone from the top can be a factor drawing people away from the industry as it 

makes them feel as if they are “not good enough” at their job, or makes them feel uncomfortable in the 

working environment. 

7.2.2.2 Structuring of the Auditing Work 

The auditing work is structured as primarily teamwork where one specific team is covering a client or a 

specific assignment. Therefore, the working conditions are dynamic and changing because it depends on 

the team, the client, and the assignment. The challenge of teamwork is the ability to work together with 

different kinds of people and the challenge of the uncertainty of the expected workload due to the 

dependency of the external factors. The way the new assignments/clients are distributed by the 

partners/top management and pressures for the auditors to say yes, even though they are already fully 

booked, because they want to secure receiving new and interesting assignments in the future and they 

want to maintain a good relationship with top management. The auditors feel pressured to stay late in the 

office during the busy season if the rest of the team is also staying late. The physical appearance is 

important to show they are fully committed and ambitious.  

In accordance with our finding the auditing work is primarily based on teamwork where the partners or top 

management are asking different auditors to join a team to cover a client or a specific assignment. The 

working conditions depend on the team, the client, the assignment, and the deadline which is why the 

working conditions of the auditors are always dynamic and changing. Teamwork requires the ability to be 

working together with different types of people. According to the respondents, the size of the team 

depends on the people available at the given time, which often result in too small teams. This makes the 

teams very interdependent, and therefore, vulnerable to external factors, e.g., if anyone in the team 

becomes sick, resigns, or if the client is delayed in sending the required documents. Therefore, one 

challenge of how the auditing work is structured, is how the expected amount of work of the auditor 
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depends on external factors, which make it very uncertain about how much work the auditor can expect in 

specific periods. 

”My time to work depends on the clients and the assignments (…) if I have a listing then it 

takes most of my time and causes me to work more than a regular 37 hours week.” (A8, #17)  

The partners/top management asks the auditors to join a team to take care of an assignment or a client. 

The respondents generally explain how it can be difficult to say no to new assignment/clients, because 

there is a tendency for the partners/top management to ask the same people who say yes and who they 

remember did a good job. Therefore, the respondent experience if they say no to an assignment, they can 

then risk being remembered as the one who said no, and risk not to be asked to join in on other interesting 

assignments in the future as well. Thus, the way the assignments are distributed puts a lot of pressure on 

the single employee to say yes to work to secure that they are asked again in the future and to maintain a 

good relationship with the partner/top management. The pressure can make it difficult for the auditors to 

say no to new assignments/client even though they are already fully booked, which according to the 

respondents sometimes causes them to work more then they intended to do.  

” And through the past when advancing in the system, I remember it was always a 

consideration, if you say yes to an assignment, then you get an interesting assignment, if you 

say no, then you do not get an interesting assignment, and then you do not get the 

interesting assignments in the future because then you were the one who said no…” (A4, #18) 

Generally, the respondents explain how it can be difficult to physically go home during the busy periods 

when the rest of the team is staying in the office late. There is no one explicitly pressuring them to stay, but 

they feel it is “wrong” to go home when the others stay. One of the respondents explained how the 

pressure to some extent was self-inflicted, they themselves should have been better at saying no to new 

assignments/client or go home earlier. They elaborated on how it was the auditing industry that did 

something “unhealthy” to them, which somehow made them end up with more assignments/client and 

staying late at the offices anyway. 

The physical appearance in the office becomes important, and this resonates with the studies of 

Kornberger et.al. (2010) where they found that the importance of physical appearance in the office 

because the culture of the auditing company translates full time presence to being fully committed and 

ambitious, where on the contrary part-time presence was translated to be only partly committed and 

unambitious. The same mechanism can explain this implicit pressure to stay late in the office because it 

shows the others that they are fully committed and ambitious. 
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7.2.2.3 Workload 

Based on our finding the respondents in general experience a comprehensive workload. One factor for this 

is how the industry is conditioned by the formal and mandatory deadlines of submitting the annual 

accounts etc. Thus, the main mandatory deadline forces big auditing assignments to be done in a short 

amount of time which contributes to the comprehensive workload. According to our findings, the main 

factors causing the comprehensive workload are the fact that management accepts too many clients and 

assignments compared to their available resources which increases the general workload and enforces tight 

work schedules for each employee. The tight work schedules are vulnerable to external pressures, thus 

when unexpected changes occur, e.g., delays from clients, employees becoming sick, resigning etc. then the 

workload is increased even more. The comprehensive workload makes it difficult to balance work life and 

private life and this can be factor drawing people away from the industry because they constantly feel the 

pressure from the infinite amounts of assignments and clients, which makes it difficult to prioritise private 

obligations such as having a family. 

 

Generally, the respondents explain how they experience a comprehensive workload in the auditing 

industry. The auditing industry in in general conditioned by the formal deadline of submitting the annual 

accounts etc. Therefore, the auditing work is seasonal, meaning certain months of the year are busier than 

others, which often are the first moths of the year where there are many deadlines, everything is scheduled 

and there is a limited individual flexibility. Thus, one factor causing the comprehensive workload are the 

many deadlines forcing big auditing assignments to be done in a short amount of time to comply to the 

many deadlines. One of the respondents explains when they became a parent they decided to change into 

another department with less demanding clients and assignments, and including less deadlines.  

Another factor contributing to the feeling of a comprehensive workload is, as mentioned above, the 

pressure to say yes to new assignments/clients and to stay late in the office to show commitment.  

The comprehensive workload is expressed in how the respondents who have left the industry explain that 

they left to get away from the high amount of working hours. According to our findings one thing causing 

the comprehensive workload is how management is accepting too many clients and assignments compared 

to the available resources they have which increases the general workload causing management to fully 

book everyone, which makes the planning and scheduling of the work too tight, leaving no room for 

unexpected changes. Therefore, when such unexpected changes occur, e.g. if there suddenly emerges an 

urgent assignment, if the client delivers the requested documents late or if anyone in the teams becomes 

sick or resigns etc., then it increases the workload even more. Thus, one factor causing the comprehensive 

workload is that management accepts too many clients and assignments compared to their available 
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resources which increases the general workload and when there are unexpected changes in the external 

factors then the general workload is increased even more.  

”We are depending on people who want to invest many hours in work because the current 

number of employees are not able to accommodate all the assignments we have based on a 

regular 37 hours workweek. Therefore, we are depending on somebody to work overtime. 

“(A3, #19) 

There is a general concern from the respondent on how to maintain a balance between work and a private 

life because there seems to be an infinite number of assignments and then it can quickly be “easier” to 

postpone their private obligations. One of the respondents exemplifies how they often have planned to 

pick up the children at three, but then when they are in the office and feel the pressure, then it is easier to 

postpose picking up the children later. Thus, the comprehensive workload can make it difficult to balance 

work and private life which can be a factor drawing people including away from the industry especially 

women who want to prioritise their family as well.  

7.2.2.4 Health 

Based on our findings the working environment in the auditing industry is stressful due to the 

comprehensive workload and the urgent deadlines which are particularly relevant during the busy seasons 

of the year. The extensive level of stress is expressed in how many of the respondents have trouble 

sleeping, how they have observed many of their co-workers going on sick leave due to stress, how it is 

common knowledge that the auditing houses in general are challenged with many stress related sick leaves, 

how several of the respondents are challenged in finding a balance in their work and private life and how it 

generally affects their health. 

In accordance with our findings, the work environment in the auditing industry is stressful. This is expressed 

in how several of the respondents explains how they experience stress related to the workload and the 

many urgent deadlines especially during the busy season of the year. Several of the respondents 

elaboration how they sometimes have trouble sleeping due to too many assignments and urgent deadlines. 

In general, the respondents talk about how it is “common knowledge” that the big auditing companies are 

challenged with many stress related sick leaves. Additionally, several of the respondents explain how they 

have experienced and observed many of their co-workers, especially the younger ones, going on sick leave 

due to stress. One of the respondents explains how sometimes the pressure from work can be stressful to 

an extent where their private plans can feel like just another stress factor in their life, but the same 

respondent explains how they use private plans to force them to shut down work and prioritise their 

family, friends or working out.  Another respondent who has left the industry explains how after quitting 
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they no longer are stressed to the same extent, and how it has affected her general health positively 

regarding a healthier lifestyle and better sleeping routines. 

Thus, there are clear indications from our findings that the working environment is very stressful affecting 

the auditors to an extent where they have trouble sleeping, are going on sick leave, have trouble managing 

their social life and where it generally affects their health. This can be factors constraining women to 

become SAAs because the working environment is too stressful affecting their general health. 

7.2.2.5 Collegial Bond  

The benefit of working many hours and working in teams is according to our findings that the auditors 

spend a lot of time together which encourages a strong collegial bond and a sense of being part of a 

community. The respondents explain how this is motivating them during hard times because the team spirit 

makes them want to cooperate, contribute, and help each other. The respondents explain how they spend 

a lot of time with their colleagues in their private lives as well. The great collegial bond and the sense of 

community motivate the auditors and can be a factor encouraging people to stay in the industry.  

According to our findings, the benefit of working in teams and many hours per week is that the coworkers 

spend a lot of time together cooperating which entails great collegial bond and a strong sense of 

community.  

”a great sense of community which I think is partly a result of the time we invest here. We are 

sitting on teams and work hard together to reach the deadline. I think that is what motivates 

people to stay here” (A2, #20) 

The corporate representatives explain how Corona has been a huge challenge for the industry because it 

has inhibited the positive effects and motivations from the sense of community because the employees 

have spent much time alone and isolated. They state how during Corona the number of sick leaves and 

resigning has increased. This only emphasises how the feeling of being part of a community and having 

good colleagues can be an important motivation for the auditors to be content and stay in the industry 

despite the comprehensive workload, the pressure, stress, trouble sleeping etc. as mentioned above.      

In general, the respondents explain that they have a great relationship with their colleagues and how they 

engage in social activities with them in their private life as well. The respondents explain how during the 

busy season they are motivated to keep working because they feel the sense of “going to war” together 

with their team. The team spirit motivates the auditors and makes them want to cooperate, contribute, 

and help each other.  
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” People know they need to succeed as a team if not then nobody will succeed. Therefore, a 

great sense of community. “(A3, #21) 

The great collegial bond and the sense of community seems to motivate the auditors and can be a factor 

enabling people to stay in the industry. 

7.2.2.6 Leadership 

Based on our findings, leadership is big part of the auditing work. The challenge is that the auditors are 

assigned with managerial responsibility based on being good auditors and the level of experience and not 

based on having good management skills. The auditors only receive limited amount of training and 

education within management causing many great auditors to become managers without having the 

adequate management skills, e.g. “people skills”, “sufficient level of empathy “, “personal flair” etc. 

However, because the auditing work is based on teamwork the auditors have some influence on which 

manager they prefer working for. 

In accordance with our finding the auditing industry is structured in a way where the auditors gradually get 

more managerial responsibilities as they advance.  

”One thing that annoys me a little bit about the auditing industry is that you are assigned 

with management responsibility because you are a good auditor and not because you are a 

good manager” (A2, #22)  

In general, the auditors explained how much of their work is based on reviewing the work of other auditors 

with less experience. The respondents new in the industry explained how just after one year they were 

assigned managerial responsibility regarding reviewing the new auditor’s work. The SAAs naturally become 

the leader of the teams because they do the final signing and have the final responsibility.  

”… just because you get a state authorised exams does not necessarily makes you a good 

manager. And through the passed many years is has been the determining factor for you to 

become manager. If you have passed the state authorised auditor exams, then you become 

partner and then you naturally become manager for the auditors working for you…” (A3, 

#23)  

Therefore, much of the SAAs’ work is based on reviewing the work of the rest of the team. The managerial 

responsibility is assigned to the auditors based on the level of experience and not based on the skills or 

desire to be a manager. Thus, based on our finding managerial responsibility is a big part of the auditing 

work; despite this, there is limited consideration to the auditors’ skills and desire of management. The 

auditors only receive a limited amount of training regarding management during their education or other 
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training, therefore, their management skills are primarily based on personal skills and experience. The 

required skills to be a good auditor and the required skills to be a good manager are not necessarily the 

same. The respondents explain how the management skills are self-taught which causes many great 

auditors to become managers without the adequate management skills: “people skills”, “sufficient level of 

empathy”, “personal flair” etc. to be great managers as well.  

” It is very self-taught to be manager and manage a team, it is self-taught learning. There are 

some people who have flair for it and some people who do not. There are people here who do 

not get very far simply because they lack in “people skills” and empathy which ruins it for 

themselves.” (A1, #24) 

In general, the respondents explain how it can be a problem that management responsibility is assigned 

based on being a good auditor and level of experience and not on possessing good management skills. 

However, the auditing work is based on teamwork, therefore, the auditors are working with different 

managers depending on the teams they engage in. Therefore, it is not like other traditional industries 

where they are stuck with one manager, here it is possible in some extent to have influence, on which 

managers they would like to work with. The general concern of how management responsibilities are 

assigned based on experience and not on management skills held together the factor of the “hard tone of 

the top” indicates some improvement potentials of the management in general. Therefore the 

“insufficient” management skills in the auditing industry can be a factor constraining women to become 

SAAs.  

7.2.3 The SAA Programme 
The following is an analysis of how the structure of the SAA programme can be a factor enabling or 

constraining women to become a SAA. First an introduction to the formal requirements and processes to 

become a SAA. Afterwards, based on our finding the factors enabling or constraining the candidates to 

become a SAA.  

7.2.3.1 The Formal Requirement to Enter the Programme 

The formal requirement to enter the SAA programme is that the candidate needs to have graduated CMA 

and have three years practical work experience in the auditing industry. The specific requirements are 

including passing three written exams and the oral exam. In the big auditing companies, the new auditors 

begin on a graduate program which is approximately three years where they are trained in basic auditing 

practices. After the graduate program the candidates need to be ready before they can start the SAA 

programme, and according to the corporate representatives the candidates need to be ready to be 

professional and mature enough to have the responsibility to sign.  If the auditors want to begin the SAA 
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programme, then a process begins where they are evaluated by a group of partners who need to approve if 

they think the candidate is ready. They base their evaluation on if they think the candidate has the 

adequate level of professional skills, if they have the personality to sign, have the final responsibility and 

have the leading customer contact.  Most SAA candidates have expressed explicitly that they want to begin 

the SAA programme and other candidates are asked by the management if they would like to begin the SAA 

programme.  

The formal requirements to begin the SAA programme demand a certain amount of self-confidence 

because the candidate needs to express their desire to begin the SAA programme which includes self-

confidence in being good enough to be a SAA. Additionally, it requires the self-confidence to be exposed to 

the highest management level and be evaluated if one has the adequate professional and personal skills to 

become a SAA. This process requires a certain amount of self-confidence, professionally and personally.  

Based on our findings, one constraint for people including women to become SAAs is that the formal 

process to become SAA entails that the age of the candidates clashed with the age where many people 

begin considering establishing a family.  

The requirement to pass the SAA programme is to pass the three written exams and the oral exams. FSR 

have established a SR-Academy which offers the SAA candidates courses aimed to prepare the candidates 

for the SAA exams. The big auditing companies additionally offer internal courses to prepare their 

candidates for the SAA exams as well, and they provide the candidates with a SAA coach aimed to help and 

support them through the process. Additionally, the partner internally helps the SAA candidates by 

providing assignments, feedback, being available for questions and simulate exams with them etc. Thus, 

the SAA candidates uses a lot of time on these courses and studying beside their regular job. In general, the 

respondents explain that during the SAA courses they are provided with a certain number of hours to study 

and attend the courses, but the workload is often almost the same which increases the general workload 

during the process to become SAA. The SAA studies become an addition to their normal amount of work.  

7.2.3.2 Work and Study Balance 

According to our findings, the balance between work and the SAA studies can be a challenge for the 

candidates. During the interview it is mentioned that the industry informs the SAA candidates to prioritise 

studying and to clear their calendars, but then somehow there is always work coming to them anyway. 

Thus, it is the SAA candidate’s responsibility to enforce their time to study and limit their ordinary work. 

Therefore, one challenge of the SAA candidates is the balance between the pressure from their regular 

work and pressure from the SAA exams, it requires the candidates to be able to enforce their time to study 

for the SAA and the ability to say no to more work. When considering the previously discussed pressure of 
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the auditors to say yes to assignments because they want to comply with the high-performance culture and 

show full commitment and maintain a good relationship with top management, then it only confirms how it 

can be difficult for the SAA candidates to say no to work to and secure a balance between SAA studies and 

work.  

7.2.3.3 Beginning the SAA Programme after having Kids 

As mentioned previously one challenge is how the formal requirements to begin the SAA programme entail 

that the candidates have a certain age when they can begin considering becoming a SAA which is the same 

age where they often begin to consider starting family. Therefore, we asked the respondents if it was a 

possibility to take the SAA exams after having children. According to the respondents, firstly the age gap 

would be a problem because the average age of the SAA candidates is 25, therefore, it would be “odd” to 

be the old one in the group. Secondly, people would lose the interest and motivation to begin the SAA after 

having small kids, because then they must spend time away from their kids, it is hard work to have small 

kids and with the age it become more difficult to learn new stuff.  

7.2.3.4 SAA is Hard Work and Time consuming 

The respondents describe the SAA as a very hard education, not just a walk in the park, a competence 

development of the top talented, the hardest SAA exams in Europe etc. There is a general agreement 

among the respondent that the process to become a SAA is hard work and time consuming. The hard thing 

about the SAA is that the candidates need to study and go to the courses in addition to their regular jobs. 

They are provided with x number of hours to study form the auditing companies, but according to the 

respondents it not enough, and therefore they must spend weekends, nights, and holidays to study as well. 

Therefore, if the candidates have family obligations, then it requires a lot of coordination and support from 

their families. One of the respondents exemplified how married auditors couples with children took turns 

to become SAA, then one of them was studying to become SAA and the other one was taking care of the 

home and children and afterwards they shifted.  

The general agreement and notion on how hard and time consuming the SAA is and the stories of how 

people struggle to get through the SAA can be a factor scaring candidates away from the SAA in advance. 

One of the respondents explained how they during their studies on CMA were determined to reach the 

ultimate goal and become SAA, but when they started working then they realised how many hours the SAA 

candidates were working and that was determining for them not to choose the SAA despite it being their 

goal during the CMA. 

Thus, according to our findings, the process to become SAA is very hard and time consuming because the 

candidates need to fit in studying and courses in addition to their regular work obligations. This can scare 

away many candidates in advance especially if they cannot see themselves in the SAA role afterwards. 
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7.2.3.5 The SAA Exams  

There is a general agreement among the respondents that the SAA exams in themselves are very difficult 

and challenging. According to our findings, the challenge of the SAA exams are the following;  

one challenge of the written exams is the comprehensive pensum which requires proper studying 

techniques. The candidates studying to become SAAs often lack in having proper studying techniques. This 

is essential because the SAA exams are practical, but the pensum is comprehensive and covers almost 

every part of auditing. The candidates are expected to read all relevant laws, and be able to understand it 

and navigate in it. The SAA candidates have practical experience with auditing, but because they often have 

experience in a specific area of auditing, they then need to acquire a theoretical understanding of the rest 

of pensum.  The SAA candidates are in general very talented and most of them completed their HD, HA and 

CMA easily, and often while simultaneously working full time in the auditing industry.  Therefore, the 

typical SAA candidate has a lot of practical experience, but limited experiences with studying techniques, 

which can be a challenge when the SAA exams require being able to acquire a comprehensive theoretical 

knowledge.  

Another challenge of the written SAA examination form are the required formalities. The written 

assignment is required to be written in a specific type of “note” on the given accounting issue. The auditing 

companies usually work with a quality-management system, where the system has questions ready for the 

auditor to reply in either short replies or options to cross off the right answer or confirm the right answer. 

Therefore, the candidates are requiring to be able to convey their knowledge in a certain formal way, 

differently to how they normally do in practise. One of the respondents who is a SAA explains how the 

formal requirements of the SAA exams enables them to pass the exams because they have skills within 

writing in the right formal way, and how they have experienced other more talented auditors not passing 

the exams because they cannot comply to the required formalities of the written exams.  

”and in that way, it is a bit of a stupid exam because there are many auditors who are much 

better than me, but because I am good at writing, then I get easier through the exams, 

because my writing sounds clever, but the content is not half as good as the others” (A4, #25)  

Thus, the required formalities of the SAA written exams can be a limitation for some SAA candidates to pass 

the written exams due to their lack in writing skills.  

The oral exam is in front of an audience, and there are a lot of traditions and rituals connected to the last 

oral exam. It is always held on the old stock exchange building with an audience of at least 50 people from 

the industry asking questions and challenging the candidate. Thus, according to our findings, there is a lot 

of pressure on the candidates in connection to the oral exams which requires a lot of practice to be 



    

Page 57  
 

grounded, have self-confidence during the examination, remember all the pensum by heart in a pressured 

situations while a lot of people watching and questioning them. The oral exams require great professional 

and personal skills, they need to know pensum by heart and they personally need to be persistent, keep 

calm etc.    

” The exams are pretty hardcore. For the oral exam you need to remember everything by the 

heart, and you do not know what you are examined in. There are many different rules you 

need to be following, which you maybe have learned after working 10 years as an auditor, 

but there is further much more you need to learn. You need to have a great professional 

knowledge. To become SAA, it is essential to be persistent. Additionally, you need to have 

steady nerves and remember it is just a job, if not then you will be completely run over.” (A5 

#26)   

7.2.4 Summary 
According to our findings there is a general lack of auditors on all levels in the auditing industry which 

increases the pressure and workload in the industry. Today there are not enough people recruited into the 

industry and there are too many leaving the industry due to retirement or alternative job opportunities 

outside the industry.  

The female auditors experience and perceive the auditing industry as a male dominated industry. We found 

that female auditors must work harder to achieve recognition compared to male auditors. The male 

auditors are naturally associated to the required skills where the female auditors have to work against the 

bias. Further female auditors experience a difference in what is acceptable behaviour of female auditors 

compared to male auditors it can, according to Bourdieu, be explained a norm in the social structures of 

genders dictating women to be passive, inferior, fragile etc. therefore it is not acceptable for women to 

“talk in a hard tone” and exhibit “aggressive” behaviour unlike men. Our finding indicates that the auditing 

industry constitutes a system of explicit and implicit rules, norms, values, logics etc. that systematically 

advantages male auditors over female auditors causing it to be “easier” for male auditors to gain access to 

power in the auditing industry.  

Currently, there is a generation gap in the industry entailing different expectations and perceptions of 

working life. The top management is currently dominated by white middle-aged men who perceive a good 

auditor as someone who is working a lot, they foster a culture where it is expected to accept working a lot 

and they work a lot themselves. The working culture clashed with the new generation who do not accept 

just working many hours and overtime; they expect, demand, and prioritise to have time to care for their 

private life as well. When the top managers foster a culture where it is expected to work many hours and 

overtime, it can be perceived as unacceptable to not comply to this culture which can be a factor of why 
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many women are leaving the industry, as they do not feel it is acceptable to work less to prioritise private 

life including children and family. 

According to our findings the auditing industry is structured in a way where the auditors are only able to 

reach a certain level then the SAA title becomes a ceiling forcing the auditors to either take the SAA exam 

or to leave the auditing industry to find an alternative career path. Therefore, the SAA can become a formal 

structure within the auditing industry drawing auditors who are not interested in becoming SAAs away 

from the industry.  

The working environment is, according to our findings, characterised as high-performance, fast-paced and 

competitive to the extent where people compare each other on parameters like feedback, promotions, 

salary, and pace of advancement etc. Therefore, auditors who have family obligations, or prioritise 

maintaining a private life etc. are systematically categorised as unambitious and unserious about their 

career, which can be a factor drawing people away from the industry because they feel they cannot comply 

to the Doxa of “hard work” and “high-performance” of the Field.  

The “hard tone from the top” is generally not addressed by the respondents, as it was indicated by a few 

that they felt uncomfortable bringing this up around other people. This is a natural feeling as the topic can 

be sensitive and includes complex feelings of discomfort, shame, degradation, embarrassment etc. It can 

further make people feel vulnerable or exposed and not “good enough” at their job. This can be a factor 

silently constraining women to become SAAs.  

The auditing work is structured as primarily teamwork where one specific team is covering a client or a 

specific assignment. Therefore, the working conditions are dynamic and changing because it depends on 

the team, the client, and the assignment. The challenge of teamwork is the ability to work together with 

different kinds of people and the challenge of the uncertainty of the expected workload due to the 

dependency of the external factors. The way the new assignments/clients are distributed by the 

partners/top management and pressures for the auditors to say yes, even though they are already fully 

booked, because they want to secure receiving new and interesting assignments in the future and they 

want to maintain a good relationship with top management. The auditors feel pressured to stay late in the 

office during the busy season if the rest of the team is also staying late. The physical appearance is 

important to show they are fully committed and ambitious. 

Based on our finding the respondents in general experience a comprehensive workload. One factor for this 

is how the industry is conditioned by the formal and mandatory deadlines of submitting the annual 

accounts etc. The comprehensive workload makes it difficult to balance work life and private life and this 

can be factor drawing people away from the industry because they constantly feel the pressure from the 

infinite amounts of assignments and clients, which makes it difficult to prioritise private obligations such as 
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having a family. 

In accordance to our findings, the working environment in the auditing industry is stressful due to the 

comprehensive workload and the urgent deadlines which are particularly relevant during the busy seasons 

of the year. The extensive level of stress is expressed in how many of the respondents have trouble 

sleeping, how they have observed many of their coworkers going on sick leave due to stress, how it is 

common knowledge that the auditing houses in general are challenged with many stress related sick leaves, 

how several of the respondents are challenged in finding a balance in their work and private life and how it 

generally affects their health.   

The benefit of working many hours and working in teams is according to our findings that the auditors 

spend a lot of time together which encourages a strong collegial bond and a sense of being part of a 

community. The great collegial bond and the sense of community motivate the auditors and can be a factor 

encouraging women to stay in the industry. 

Based on our findings, leadership is big part of the auditing work. The general concern of how management 

responsibilities are assigned based on experience and not on management skills held together the factor of 

the “hard tone of the top” indicates some improvement potentials of the management in general. 

Therefore the “insufficient” management skills in the auditing industry can be a factor constraining women 

to become SAAs.  

According to our findings, the formal requirements to begin the SAA programme demand a certain amount 

of self-confidence because the candidate needs to express their desire to begin the SAA programme which 

includes self-confidence in being good enough to be a SAA. Additionally, it requires the self-confidence to 

be exposed to the highest management level and be evaluated if one has the adequate professional and 

personal skills to become a SAA. Thus, process requires a certain amount of self-confidence, professionally 

and personally.  

The formal requirement to enter the SAA programme is that the candidate needs to have graduated CMA 

and have three years practical work experience in the auditing industry, which entails the age of the 

candidates clashed with the age where many people begin considering establishing a family. The timing of 

the SAA together with the understanding of the increased workload and pressure included in the SAA 

process is according to our finding an explaining factor of why women do not choose the SAA.  

The challenge of the SAA candidates is the balance between the pressure from their regular work and 

pressure from the SAA exams, it requires the candidates to be able to enforce their time to study for the 

SAA and the ability to say no to more work. Thus, the process to become SAA is very hard and time 

consuming because the candidates need to fit in studying and courses in addition to their regular work 

obligations. This can scare away many candidates in advance especially if they cannot see themselves in the 
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SAA role afterwards. 

According to our finding the formalities of the SAA exams can be a challenge for the SAA candidates to 

pass. The typical SAA candidate has a lot of practical experience, but limited experiences with studying 

techniques, which can be a challenge when the SAA exams require being able to acquire a comprehensive 

theoretical knowledge.  

Another challenge of the written SAA examination form are the required formalities. The written 

assignment is required to be written in a specific type of “note” on the given accounting issue. Therefore, 

the candidates are requiring to be able to convey their knowledge in a certain formal way, differently to 

how they normally do in practise. 

According to our findings, there is a lot of pressure on the candidates in connection to the oral exams which 

requires a lot of practice to be grounded, have self-confidence during the examination, remember all the 

pensum by heart in a pressured situations while a lot of people watching and questioning them. The oral 

exams require great professional and personal skills, they need to know pensum by heart and they 

personally need to be persistent, keep calm etc. 

7.3 The drivers and challenges for becoming an SAA   
There are many drivers and challenges on the path to becoming an SAA. This section examines those 

different drivers and challenges that were mentioned during the interviews. 

To become an SAA in the first place, for starters one needs to be an auditor and work in that line of 

profession. There will be many different and personal reasons for choosing the profession, but during the 

interviews, it became clear that there must be a motivation beside salary. It is mentioned multiple times 

that is it well known in the industry, that as an auditor you will be able to leave the auditing industry and 

acquire a job with fewer working hours and a higher salary.  

Those interviewed who have either left the industry or work as untraditional auditors, have had different 

interests than classical auditing and in general have not wanted the extra hours of work that appear in 

periods of the year with auditing having high and low seasons. In general, the replies from the interviews 

indicates that auditors who leave the industry appreciates the 37 hours working week, being able to make 

plans in the weekends of January (which is one of the high seasons) and the fact that one does not receive 

calls from work late in the evening. 

When deciding to join the auditor line of profession, a bundle of reasons for choosing that path are 

mentioned; numbers, math, the excitement of economy and the possibility to combine economics and 

sales. Moreover, one does not need to study full-time when becoming an auditor, it is possible to follow 

the program while working part-time Some find the variety appealing. Not merely the variety, while 
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studying is mentioned, in addition the variety in the work tasks is motivating for working in the industry. 

Some are considering controller jobs, with higher paycheck and better hours, however, they mention a fear 

of getting bored when looking at the same company day after day. Therefore, they want to make it in the 

industry because of those multiple reasons beside wages and possible better working conditions to choose 

to become an auditor and continue working in that line of profession.  

7.3.1 The industry 
This section’s aim is to illuminate the drivers and challenges for becoming an SAA, arising in the industry, 

being recognition of performance, leadership, role models, sense of community, difference between men 

and women and the glass ceiling all being drivers and challenges for becoming an SAA. 

7.3.1.1 Recognition of performance 

This section focuses on whether the interviewees are feeling appreciated and acknowledged at work, the 

feedback they receive and compensation for they work they do. 

Recognition comes in many forms however, and from different directions. In general, the findings reveal 

that the auditors are feeling appreciated, however, mainly from their colleagues. One way some 

interviewees experience recognitions derives from colleagues asking for advice either professionally or 

personally. In these cases, the auditors feel competent or inspiring to others. This sort of recognition can be 

a motivating work factor. In addition, the most appreciated recognition is when it happens continuously 

and when the recognition does not appear to be feigned or pretended. However, when doing something 

extra, external acknowledgement is much appreciated and almost essential. 

“Sometimes when working late at night you wonder, what am I doing, there is no one coming 

to praise you.” (A4, #27) 

The quote above indicates the importance of being appreciated when doing something extra, it further 

touches upon a different subject mentioned by some of the auditors; the feeling of being taken advantage. 

While the interviewees generally feel appreciated by their colleagues they at times feel taken advantage of 

by managers. This suggests that there is a general lack of recognition internally from those managing the 

auditors interviewed. It is emphasised how oneself is supposed to recognise when you have done well.  

The findings suggest that how and how often recognition is delivered is heavily dependent on the person. 

Some of the auditors explain that whether they feel appreciated at work or not, depends on who they are 

working with and for an auditor who works in different teams the variety in recognition is large. For 

instance, it is mentioned that some might be good at thanking you for staying late, when others might take 

it granted. 
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A company representative mentions that they are aware of the importance of recognition but acknowledge 

that the companies should have more of a focus on feedback and recognition. However, as some 

interviewees point out, the awareness of recognition has improved over the years. Starting with 

appreciation and feedback not being part of the auditor culture until now as work recognition steadily 

receives more attention. However, perspectives described in this section suggest there is still room for 

improvement. 

The interviews reveal that the profession is perceived as having a recognition culture defined by 

performance ratings. Some auditor express concerns that manager provided feedback based on 

performance measurements may not be the most suitable way to acknowledge employees. One 

interviewed company representative states that the focus on performance rating should be seen as a 

development tool. However, issues may occur when employees focus solely on the score they receive. 

“We are trying to change the perception of one only being good at their job if they are a high 

performer.” (CR2, #28) 

It might be difficult to both use performance ratings as a setoff to growth potential, and as a compensation 

scheme without having employees focusing on their level of rating. It may also be difficult to compensate 

and treat employees equally and transparently if the goals they are measured on are too vague. 

The companies have designated feedback systems with performance conversations throughout the year 

and require feedback from colleagues, managers and subordinates when terminating projects.  

“We are doing feedback as often as possible, which can be difficult to persuade them to do in 

a busy everyday life.” (CR2, #29) 

Because of the feedback system, the auditors expressed how during a year they know when they are 

acknowledged and when they are not doing well. However some auditors argue that it may be problematic 

to give and receive feedback on smaller matters during daily operations. For the SAAs the findings suggest 

that mainly clients provide feedback when you reach that level in the company. Furthermore, it is 

expressed by the auditors being SAAs that the feedback process becomes less formalistic with time, even 

though one also still receives feedback from others than clients, as for instance when being a part of a 

partner programme.  

The experience with feedback, and what the aim is with it, differed among the interviewees. For some of 

the auditors it was seen negative as a part of a performance culture, with ratings and constantly requiring 

feedback with the aim of a higher bonus when the year ends. The more neutral understanding is, it simply 
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is  a waste of time and only for administrative reasons. Then there is the last point, the company 

representatives emphasised the importance of feedback with the goal of growth and development for the 

employers. 

“Then we follow up with feedback, and that is something I believe is really important because 

that is, to me, the only way to develop.” (A3, #30) 

As seen in the quotation above, not solely the company representatives argued for the importance of 

feedback for development reasons, also some of the auditors mentioned this as an aim and as a reason for 

why feedback may be more important or valuable than any yearend bonus. It is argued that it is a part of 

their culture, both knowing what they already do well and wanting to learn where to improve. Therefore, it 

is also important that the goals you decide on for the next year, are measurable so it is possible to 

understand if the improvements worked on, helped. This is seen as a nuance to the performance rating 

culture mentioned, and also the auditors wish for measurable ratings because of being able to grow better 

There are compensation schemes in the companies where interviews were conducted. Beside the monthly 

salary the auditors receive a bonus. Beside the extra hours worked, the bonus reflects whether the auditors 

have reached their goals for the prior year, and the feedback received during the year. With compensation 

reflecting the feedback received, it emphasises the importance of receiving good feedback, and offers an 

explanation as to why the auditors tend to focus on the scores they receive, and not the feedback itself. 

Nevertheless, compensation does not appear that important for the interviewees. It is stated as a fact 

during several of the interviews that one can leave the industry in order to acquire a higher salary. When 

the auditors decide to stay in the industry, they must generally be satisfied with the compensation they 

receive. However, there are different payment formats and the in recent years the companies interviewed 

have settled on either a fixed salary and payment per extra hours worked, or a fixed monthly salary and a 

bonus on top reflecting extra hours worked. It is different  what the auditors prefer, some argue they 

decided on the company they are working at because of being a fixed salary and a bonus reflecting extra 

hours worked, others state their company has the best payment system due the employees being paid for 

every hour they work. There are arguments supporting both sides, you might feel less inclined to work 

extra hours with a fixed salary, however, as everyone in the industry works many hours, it could be 

preferable to be compensated for every hour worked.  

It is mentioned how the feedback and performance rating, even though formalistic, is still a subjective 

measure, thus being difficult to know how high of a bonus you will receive. The rating and feedback you 

receive is influenced on how the person giving feedback perceives you, how your cooperation might have 

been on the project you are receiving feedback on, how your manager experience how well your goals are 
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met and the value of the goal being met etc. Luckily the teams vary during the year, and feedback is 

therefore not solely received from one person. Further, when moving up the ladder one becomes a part of 

deciding why and how much people below oneself should receive as a bonus. Thus learning that there is a 

thorough due diligence before deciding on the level of the bonus. Thus, resulting in the auditors trusting 

the system. Reinforcing this trust, they in general expressed satisfaction with the compensation they 

receive from the work they are doing. 

7.3.1.2 Leadership 

The operational leadership in the auditing companies is dynamic. The auditing industry is based on a lot of 

teamwork where the teams are determined by the specific clients’ needs and the combination of the 

auditors in the team. The teams need to consist of auditors with different sets of skills and different levels 

of experience to secure their client is processed correctly. Therefore, the operational leadership of the 

auditors becomes very dynamic because the auditors work with a lot of different people and refer to a lot 

of different people during the year. The leadership is located on the daily basis from the leading auditor 

and partner in the specific auditing teams that the auditor engages in. The auditors have a formal leader, 

but most of the respondents explain they do not have many interactions with their formal leader except 

when they are promoted and get bonuses. Thus, the leadership they meet is primarily exercised in the 

different teams they work with during the year. Additionally, the auditors are provided with a kind of 

mentor/coach who is responsible for the auditor’s development and well-being.  

Leadership is a big part of the daily work of auditors and because there is so much teamwork, the 

leadership abilities of the nearest line manager may either work as a supplemental driver for becoming an 

SAA if the manager does well. But struggling managers may have adverse effects on the auditors wishing to 

become an SAA. 

The auditors explained how feeling encouraged, appreciated, and acknowledged, are important factors for 

good management. Further being empathic, good at human relations, wanting and taking the time to 

develop aspirants are emphasised as important for being a good manager. An auditor explains how her 

previous coaches sometimes have lacked these skills which made her doubt if she was performing well 

enough, if she was going in the right direction and if there was something she should change.  

In continuation, it is stated as being demotivating if managers do not desire to manage but rather manage 

because it is how far they have advanced in their career. An SAA offers an example of an experience with 

an SAA mentor she had while following the program. They were supposed to explain their biggest issues 

regarding studying for the SAA exam, her coach did not understand, nor tried to offer sympathy for her 

problems perceiving them as being unimportant and small. That experience could for some be 
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demotivating, and therefore, management or in this case coaching, would become a challenge for acquiring 

the SAA title. 

7.3.1.3 Role Models 

This paper finds that it is important to have female SSA’s as role models since it becomes easier to visualise 

oneself acquiring that title when seeing someone similar achieve such goals. An auditor explained her 

biggest motivation for pursuing the SAA title was role models she encountered in the field. Her employer 

had several female SAA’s that she found admirable. The representation of women indicated to her that 

women were able to become SAAs and partners equal to men, thus working as a motivator for her to 

choosing that path. Mainly men are SAAs, and therefore, the group of people working in such positions are 

less diverse. The findings suggest a need for female role models: 

“Most of the SAA’s in my division are men. Of course, I can reflect myself in their 

professionalism, but I cannot reflect myself as being a woman with a child. In that regard, I 

have not seen anyone with the same prerequisite achieving to become SAA.” (A7, #31) 

It is argued that a female role model, remains to be seen for most, however it is important to visualise the 

possibility of being a woman, successful and having a balanced work life. The females represented in the 

industry are mainly without family or have older children. 

Not only gender diversity needs to be reflected in a role model, but the SAA is further depicted as being 

white, middle-aged and especially working a lot to advance. As some female interviewees have previously 

mentioned the immense workload is a demotivating factor as there may exist a need for role models who 

achieve success in their positions while working a manageable amount of hours. A role model working 

fewer hours is mentioned as being helpful in visualising the possibility of having a family besides being SAA.  

The need for more role models is not only helpful in attracting females to becoming an SAA, it would in 

general attract more people if the role models reflected a larger variety of people. The diversity in current 

role models is limited and therefore many, both men and women, do not want to pursue becoming SAAs. 

In continuation to this, the auditors acknowledge that they have not only regarded female SAAs as role 

models. Moreover, when defining and explaining what they have found inspiring, it has been competencies 

and qualifications of the SAAs, for instance being easy going or having decent human characteristics. 

“If there is someone specific who inspired me. I believe it has more been competencies. One 

being really good at relations, one very good at sale and one really good at doing speeches. 

Not necessarily being SAA in itself. It has more been what they have been able to achieve.” 

(A4, #32) 
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There is not one example of the perfect role model, and the auditors find inspiration in different 

characteristics. A more diverse group of SAAs is preferable, thus making it easier to more people to find 

inspirating characteristics and role models. 

The interviewees talk about becoming a role model themselves. One wanting to become a role model 

through advancing, and possibly achieving becoming a partner without being a SAA. One, before leaving 

the industry, considered becoming the role model she would have wanted to see, however, she did not 

have the energy to stay and fight. Others explained how they as SAAs wish to become role models, and 

how they would want to inspire others in pursuing that path and wanting to help proving the possibility of 

becoming SAAs to other women.  

The lack of role models is a challenge for auditors and especially women for becoming SAAs. However, 

oneself becoming a role model might work as a driver for choosing that direction. 

7.3.1.4 Women and Men 

Men and women are throughout the interviews described as being different and having different 

competencies. Some interviewees explain how they believe men to a higher degree choose to become 

SAAs because they see more value to the authorisation, whereas women are of the opinion that it is not 

worth it. In continuation, men are perceived as having the ambition to become partner, which to some 

extent requires being an SAA. It is further argued that specifically in the auditing industry, men tend to be 

more competitive compared to women, and it is essential to be competitive and to have an inner drive to 

motivate one to pass the exam. Men are additionally presumed to like working longer hours. 

“Historically we have had more men, excuse me, cynically regarded that have been fine 

working 80 hours a week.” (CR1, #33) 

An SAA mentions she regards herself as one of the guys in the company; meaning prioritising the work, 

focusing on results, and advancing and working in high speed. Thus, according to her, she has not 

experienced the industry culture as challenging nor met obstacles from clients, co-workers, or managers.  

“They have not taken specific regards to me. Because I have mainly acted as they have been 

used to and compromising my spare time. I have not been especially difficult to handle. I 

believe you would gain more asking those who have been more female women, if you can 

put it that way, or have had small children or other priorities.” (A4, #34) 

She might not have seen it as an issue, however, if one needs to feel or be like the men in the industry to 

advance or be one of the groups; some women with other competencies or priorities will not choose that 

path. Therefore, needing to have male competencies to advance, is an obstacle for women. 
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It is mentioned that being emphatic is not a gender specific competence, more a human quality and a 

difference between people, however, the findings suggest that the female auditors tend to have a more 

empathic approach than men. It is regarded as being both a strength and an inhibition. A strength because 

it is a competence and has proven useful for connecting with clients and co-workers, however, also 

regarded as an inhibition because those not being as emphatic, tend not to worry about others in the same 

manner, and therefore, find it easier to climb the ladder. 

“They were more focused on the steps to climb career wise and how to do so. Not so 

focused on how to accommodate everyone, nor notice that someone might be feeling a bit 

sad.” (A1, #35) 

Being emphatic thus works as an obstacle for women advancing and choosing the SAA path, because they 

are able to a lesser extent to focus solely on their career than men are. 

When questioned about differences observed between men and women, the findings reveal the 

experience of women tending to be more self-critical compared to men. The example of women struggling 

with handling something which is only 80% well completed instead of 100% and the experience of women 

hand in at least 95%, whereas men are satisfied with 80% appear during the interviews. The claim of 

women being more self-critical than men is further supported by a study conducted in 2014 which 

concluded that at least in science courses, women tend to underestimate themselves (Jansen, Schroeders, 

& Lüdtke, 2014).  

“I believe that women spend much of their energy on being a good mother, a good wife, a 

good employee and a good woman who does something nice for themselves and remember 

to exercise and eat well. We have some entirely different demands for ourselves than men 

have.” (A3, #36) 

When expecting to be the best in all the above-mentioned areas, it is easy to feel inadequate in every area. 

In continuation of this, according to the interviewees men tend to be more confident compared to women. 

When one of the SAAs was training for the verbal SAA exam,  the men displayed more confidence by 

participating more actively and quickly speaking up voluntarily during the verbal test exams. Whereas, the 

women were more passive and doubting themselves if they were good enough. Feeling ready to choose the 

SAA path might take longer time, or never even seem possible for women with them tending to 

underestimate themselves thus being self-critical is an obstacle for women to become an SAA. 

It is mentioned as a challenge in the industry to be a woman and that men are more respected. What male 

mangers might say, will not have the same impact if a woman spoke up about the same topic. There is a 
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tendency for female mangers being perceived as stricter than their male counterparts. Further the auditors 

experience an overall lack of respect even regarding some clients.  

“There are still men finding it difficult to handle that I, being a woman, tell them how to do 

things.” (A3, #37) 

Some of the auditors give examples o how they have experienced clients talking to the younger and less 

experienced co-workers who might be assisting them in an assessment, or an SAA explaining how several 

times she has tried being asked to do the easier tasks from clients, until they realised, she was the SAA and 

not one of her male colleagues. It does become better after a while, but men are respected more from the 

beginning whereas women might need to prove themselves first before being taken seriously.  

There are not only disadvantages to being female in the industry. The interviewees explain that women are 

much more desired in the industry especially regarding management. It is a strategy from the company 

perspective to attract and retain as many females as possible in the industry and to help women advance in 

the companies, preferably to the highest management positions possible.  

“When looking at it all cynically, if the company were to choose between a man and a 

woman, equally good candidates on other parameters, the company had chosen a woman. I 

have no doubt about that.” (A4, #38) 

Being female helps with achieving goals of becoming an SAA or partner because there is a lack of women in 

top management positions, however, it is also mentioned as being an impediment because of the 

perception people might have. If being seen as a woman instead of a set of competencies, someone might 

believe you were only hired because of you being that specific gender. 

7.3.1.5 Glass Ceiling  

The findings suggest the industry as having an invisible glass ceiling, challenging women in different ways 

on their to become SAAs in comparison to men. The invisible glass ceiling is expressed in a misunderstood 

consideration, andespecially for mothers. Auditors explain how when coordinating the teams for an 

assignment, they might not ask mothers or those with children to join an assignment if it requires the team 

to be away from home, e.g. if the office is in Copenhagen and the assignment is in a company located in 

Aalborg, then the team must relocate to   Aalborg for a couple of months. Thus, this misunderstood 

consideration of assuming mothers do not want to spend time away from their homes and families without 

even asking them first, depicts how the invisible glass ceiling becomes an obstacle for women to acquire 

interesting assignments.  
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7.3.2 Entering the programme 
This section’s aim is to illuminate the drivers and challenges arising on the path towards becoming an SAA. 

The SAA title being regarded as the natural advancement, possibility of personal development, making a 

difference, working against stigma and the SAA programme itself are all drivers and challenges for 

becoming an SAA. 

7.3.2.1 SR is the natural advancement 

There is a limit to the level of advancement an auditor can reach if choosing to stay in the auditing industry. 

The highest level is to become a partner which is perceived the same as requiring the SAA title. Therefore, 

it seems like auditors reach a point where they must choose to either advance by pursuing the SAA title, 

stay on the same level for the remainder of their career or to leave the industry. For those choosing to 

become an SAA, one motivator mentioned is the title being a necessity to be able to continue working as an 

auditor.  

An auditor who stayed in the industry part time after having kids has accepted that she cannot become part 

of the top management, since she now does not want to put in the hours to acquire the SAA title she sees 

are needed for that position. Others are still wondering if they can figure out how to stay in the industry. 

They believe they might need to find their own path if they do not want to become SAAs. They mentioned 

that there is no progress in a manager job after a few years. Then it is either out of the industry or choosing 

to become an SAA, they are therefore wondering if they should do as anyone else and leave the industry 

when they reach that limit. 

”There is a limit to how far you can advance if you do not study SAA. I am reaching that point 

soon, and then I must find an alternative out in the industry, as most people do when they 

reach this point, and choose not to study further. I would like to stay and create something 

else, but I have to wait and see.” (A2, #13) 

There is no natural career path for an auditor other than the SAA title. According to the findings, most 

auditors who choose to stay in the auditing profession naturally choose to pursuit the SAA title. If auditors 

choose different career paths, then they are exiting the auditing industry to pursuit other possibilities or 

other working conditions. The way one progresses in the industry is argued as being a key issue in the 

industry and a reason for leaving. Both because those who manage might not be the ones who are best at 

managing, nor interested in management, but also because of the invisible limit you reach after a certain 

amount of time working as an auditor. One considered staying in the industry to make a difference, 

however, she lost patience with the industry and found it better to leave. 
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Studying to become a SAA is not the right decision for everyone. Both company representatives and 

auditors are aware of the issue with SAA being the natural, and only choice for advancement when you 

reach a certain level in the auditing industry. A company representative explained how sometimes they 

must convince auditors to choose the SAA path, reflecting it is not the natural advancement for everyone if 

some need persuasion. The awareness of advancement issues is reflected in the quotation below. 

“State authorisation is not the solution for everything. Because it often scares people away.” 

(A4, #39) 

The SAA path might scare people away because they do not want the extra workload from studying and 

becoming SAA, or mentioned by some, signing an auditing report requires trust in yourself and especially 

your co-workers, and that extra burden is too much for some. Furthermore, you might specialise and 

become really good at something, for instance taxes or relations, instead of being an SAA which is a 

generalist education. 

The culture is changing and there is being developed different paths than SAA, due to the awareness of the 

issues with retaining and advancing, however it is still an ongoing process.  

“Today you might be appointed. That said it is still more the exception than the rule.” (A4, 

#40) 

The interviewees express that overall, it is not expected from others that the auditors become an SAA, 

however, they might feel the expectation to become an SAA from themselves.  

“I highly experienced an expectation at Copenhagen Business School. Those of us who were 

ambitious while studying, were of course supposed to become SAA. Here, I do not 

experience the same expectation, however, I believe I will in a year or two.” (A2, #41) 

The quotation above nevertheless depicts how the auditors still perceive that the companies at some point 

expect them to become SAAs. The auditors being further in their career or becoming an SAA however, do 

not believe there exists such an expectation. Possibly those being top talented auditors might be asked to 

consider that path, however their decision tends to be fully respected if deciding against it. 

Some might experience their own desires as challenging, if one sees becoming an SAA or partner as a 

career goal, they feel the pressure of expectations from themselves until they reach that goal. It can both 

act as challenge and a driver. Some of the auditors mentioned how the greatest expectations stem from 

themselves and not their surroundings. However, external expectations for one of the SAA’s regarding how 
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she would easily pass the exams, created a pressure she did not like. The exam was difficult enough by 

itself, she wanted to be able to fail like everyone else and not experiencing that extra pressure.  

For some auditors, becoming SAA, has been a dream job since they were children. 

“Since I was 7 or 13 years old, I knew I wanted to become an auditor, state authorised 

auditor, having my own auditing company and everything. Maybe a tiny bit unrealistic, 

however that was the path I desired.” (A3, #42) 

According to the interviewees, it is common that people in the industry have wanted to become an auditor 

for many years. Most being influenced by close relations seeing it as an exciting position with many 

relations, numbers, logic and economics, others desiring the path for unknown or unspecific reasons. For 

those desiring that path for many years, it might not be much reflection about the direction, they simply 

continue the path they have always wanted. The findings suggest that those wanting to become an SAA 

explicitly state their intentions and are determined on achieving the title. By doing so, they do not 

experience pressure from others for them to becoming SAA, since they chose that path themselves early 

on.  

7.3.2.2 Personal development 

Personal development and the possibility to acquire new knowledge is a recurring motivator mentioned in 

the interviews, and being challenged professionally is a big aid to that. At the same time tasks as 

compliance, writing in schedules just for the sake of writing it and other not challenging nor developing 

tasks are depicted as being demotivating for the auditors.  

“Some of what is motivating me, and probably most of those studying to become state 

authorised, is that you like to grow professionally and continue to learn something new.” (A1, 

#43) 

Not only the auditors wanting or being SAAs emphasise the importance of gaining new knowledge, but it is 

most of the auditors interviewed. The SAA path might be a necessary mean to growing further and gaining 

that knowledge desired since it is described as the next step to climb. Still, desire of knowledge is described 

as a motivating factor for choosing to become SAA. 

The independence that comes with the SAA title is a driver for pursuing this education further; this is also 

an attractive factor for employers. SAAs sign the finalised report to signify that the report underwent 

careful scrutiny by the auditing firm. This is a big responsibility, and the signor (in this case the SAA) 

receives the majority of the credit for this, even though working on a report is a team effort. Therefore, the 
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interviewees mention that the responsibility of becoming an SAA is a motivator for them. Independence is 

also seen in the fact that an SAA is able to choose themselves which clients they would like to work with. 

 

7.3.2.3 To make a difference 

A recurring theme for motivation amongst the interviewees is about wanting to make a difference. Those 

who left the industry explain how they wanted to make more of a direct impact which they felt like they did 

when working in the industry. To them it is about optimising something in the company and making a 

difference for many people. Those working in the industry also explain how helping someone and feeling 

that they create value is the biggest motivating factor for their job. Some examples being, helping clients 

with correcting mistakes, discovering something they have not noticed and improving systems, or helping 

colleagues and teaching new employees. Overall, a big motivator for all the auditors is to make a difference 

with what they do. 

The auditors find different work responsibilities either encouraging or demotivating. In general, they like 

the fact that there is a big variety in their tasks and the surprising factor of not knowing if something urgent 

arises. Most of the auditors mention the classical auditing tasks as motivating, for instance, providing 

services to clients, handling auditing issues, and handling project management with coordinating clients 

and the team. Some of the auditors are encouraged by less classical auditing subjects such as teaching, 

networking and promoting their company. Most of the auditors mention that they find compliance tasks 

demotivating, since compliance does not provide their clients with obvious value and it works more of a 

hindrance to the more valuable services the auditors are able to provide, however, they need to spend 

time on this because of rules and regulations which is limiting. Visiting clients, seeing different companies 

and talking to different people encourages the auditors. However, one auditor who left the industry 

realised that it is not as important to her, as she used to believe; further, working as an auditor does 

become trivial after enough time, with recurring clients the tasks might not be the same every day, 

however every year the tasks will be the same. 

7.3.2.4 Working against a stigma 

The findings suggest that working against a stigma, can work as a driver. An auditor describing how when 

she was studying to become an SAA, there were three women and 77 men on the SAA course and further it 

was only other men teaching their classes. However, the women passed directly and became SAAs. The 

auditor does not describe herself as competitive, but instead very she considers herself ambitious. She 

explained how she, together with the two other women on the course, were motivated by how their 

surroundings explicitly told  them that auditing was no place for women and that the culture implicitly 

dictated that women were not able to become SAAs, as women are not talented enough and they are not 
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good enough. The female students became motivated to work against that stigma and prove themselves, 

which made the whole process fun for them. 

There still exists stigma, at least some examples of gendered wording occurred during the interviews. An 

auditor continuously used  the word “mother hen”, which is a person who assumes an overly protective 

maternal attitude, like a hen mother who is always together with her chickens. The word was used to 

describe how a mother pursuing to become an SAA needs more support compared to a man. It is explained 

how it is necessary for the father back home to understand that he needs to be the “mother hen” in the 

period when the mother is studying to become an SAA. The expression, “mom thing” is also used. The 

phrase describes mother related activity/value. In the interviews it is used when explaining why women 

have a harder time compared to men to leave the responsibility of the children and the family to someone 

else, and that is the “mom thing”. Auditors explain how they often have been referred to as a “girl” or a 

“little girl” in professional settings, which changes the balance of power being perceived as a “little girl” by 

people of the same educational status. Furthermore, men are in general referred to as men during the 

interviews except for one time as “boys” and one time as “guys”, whereas women often are referred to as 

girls. 

 

Another example is the phrase “female women”, which usually is used to describe women perceived with 

female competencies and in this occasion, and those having children or other priorities than work. The 

opposite phrasing being “iron ladies”, which usually is used to describe a woman who can be depended on 

to perform a given task or job determinedly. In this case describing female SAAs as generally being hard 

working, hardcore and determined. The auditing job  is often described as being a male profession., In this 

case, however, it is used to describe the professions a being a male profession dominated by mathematics, 

numbers and economy, and the auditor believing men being better performers in those areas compared to 

women. 

7.3.2.5 The program 

Completing the SAA programme is challenging. The difficulty in the exam methodology is a recurring 

theme, as is the requirement of time spent on following the programmes and completing exams besides 

working.  

“I see how much those from the company following the SAA program, are working, and we 

work many hours already. Those following the program does not have less hours, they just 

have the program beside that or on top.” (A2, #44) 
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It is argued that if the industry was not under such a huge pressure, there might be more women who were 

SAAs. If one manages to work less than the average of 50 hours and besides that be able to follow the SAA 

programme, there might be more people choosing that path. However, the industry needs employees, and 

therefore, the companies might not be able to give additional hours to spend on acquiring the SAA title. 

Furthermore, it is not only when following the SAA programme that much time is needed, the interviewees 

not being SAAs mention how they do not leave later than their SAA counterparts at their companies. 

Furthermore, it is indicated that there is a gap between what is required to become an SAA and how one 

becomes a good SAA. You prepare well for the exams by working in the industry to continuously use your 

knowledge in practice, repeatedly study, learn methods for examination and methodology on how to 

answer an exam question properly, and you need the mentally remain calm and be able to present with 

short notice. However, to become a good SAA, it additionally requires to keep up with changes in the law 

and how to collect proper evidence for an audit, which is not something you can be taught by books and 

theories.  

7.3.3 Logistics  
This section’s aim is to clarify the challenges of logistics and how it influences the chance of becoming an 

SAA. Factors to consider are; the issue with flexible work conditions and balancing work and spare time, 

difficulties in having a family while becoming or being an SAA and overall, the challenge for the need to 

prioritise.  

7.3.3.1 Balance of time 

A subject recurring during the interviews is the balance between work and spare time. Even though the 

questionnaire did not mention work-life balance per se, some of the interviewees talked specifically of the 

concept and mainly while dissociating themselves from the concept.  

“I try to avoid talking about the concept work-life balance, because I do not believe that you 

can separate work and life in that black-and-white manner.” (A9, #45) 

In doing so, they further described that what others might understand as work, they see as fun or 

motivation, for instance, an evening of networking for work purposes is seen as a fun event, blurring the 

line of work and personal life. Another reason explained for it being too black-and-white, is because of the 

word “life”. By balancing work and life, work is seen as bad and the opposite of that is life, however, as one 

mentions the opposite of life is actually death, which indicates that the concept of work-life-balance is 

irrelevant in their eyes.  
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A fulltime job is in Denmark defined as being 37 hours of work per week. The findings suggest the audit 

profession requires more hours than that country-wide definition. An auditor working parttime explains 

that she does not regard her job as being regular 8-16 job, but that she sees it more as a job than as her 

entire life. This is noticeable because she is working part time, and if someone working part time still does 

not have the impression that the job has regular hours, it is probably because the working hour in general 

exceeds regular hours. An underlining of this statement is the following quote from another auditor: “We 

have an agreement that I need to work less than the 70 hours, because that is not possible at the same 

time as having 2 kids. I do not want to; we are therefore trying to trim my portfolio of clients.” (A5, #46) 

Some are further describing how they want to work less, and need to be able to manage the task they have 

now and not getting more tasks or stating that it has been challenging to handle having a home and their 

job. They do not always regard this is as being possible, if there is a deadline it does not matter how many 

hours they have already worked, then they might need to work in the evening or during the weekend on 

top of their regular hours. An auditor who left the industry explains how in the beginning she did not know 

what to do in her increased amount of spare time; however, she now really appreciates the flexibility in 

only working 37 hours. 

There is more to life than work, is a theme repeated during the interviews. However, this might not be true 

when working in the auditing industry. It is apparent that auditors have entire group of friends among their 

colleagues, and it is stated that one’s life is at the workplace sometimes with both friends and even one’s 

partner working there.  

“I am not an auditor for the sake of not being anything else. I am also a human being.”  

(A2, #47) 

A general thing is that they feel they work too much, but it is also something they are aware of. They are 

trying not to work when they leave for the day, some are even trying to create obstacles for themselves, 

and making plans so there just will not be time to work anymore. It is noticeable that more of the auditors 

do not seem to be able to leave, and just go home. One notices specifically that she has felt she had to fight 

for her time as she is single, and that it has been difficult to simply take a night of during the week, in 

comparison to her colleagues with children. So even though there might be more to life than work, it seems 

difficult for an auditor to create the space for those other aspects of life. 

The pressure from the expectations is clear; there is a struggle of feeling good enough from the auditors 

being too dutiful with wanting to deliver something good at work and at the same time having a home. 

 “It can be difficult to say that you are leaving at three to pick up kids.” (A3, #48) 
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The pressure of expectation mainly stems from the auditors themselves. However, it is mentioned that 

once one reaches a certain level, there are obligations, and if your team is not delivering, then the 

responsibility in the end will be yours. Noticeable is also an auditor telling how some managers are good at 

thanking you if you stay until midnight working for them, where others believe it is the most natural thing 

in the world and do not appreciate the extra effort. 

The industry is changing regarding the balance between work and spare time according to the 

interviewees. This is encouraged by both top management and the employees. According to the 

interviewees it is the focus of top management that they want a better balance between work and spare 

time, and they want employees who stay long-term. Further, the employees hired tend to be older and 

finished their master’s degree, and therefore, usually have more obligations as friends, hobbies or being 

parents, than people being hired straight after high school. That of course influences how much they want 

to work and how they want to spend their spare time. A specific way it shows that the balance between 

spare time and work is in focus, is explained by a company representative. Beside their manager, every 

employee has a coach and a part of the continuing conversations between employee and coach is about 

that balance. Beside that there is once a year a conversation regarding tasks in the upcoming year, to make 

sure the employee has the right amount of work to handle. 

7.3.3.2 Family  

Family is an important factor to consider as both a driver and a challenge when becoming an SAA. Family, 

and more specifically children, are mentioned by all the auditors interviewed.  

“Because many at the company, are either supposed to pick up or bring, and then it is set in 

stone how the work life looks like.” (A4, #49) 

Those without children notice how their colleagues are struggling or they believe it must be difficult to 

work as an auditor and have a family at the same time. Those who have children mention how it is difficult 

to be dutiful, deliver at work and then at the same time have kids at home, as it makes some feel 

insufficient.  

There is a tendency with those of the interviewees who have a partner that their partner works fewer 

hours per week than they are and that the partner mainly is taking care of the practical work at home. The 

exception from this is either from those who are working part time or those not living with their partner. It 

might be difficult to work as an auditor if your partner is not able to support your work schedule as the 

before mentioned examples and the interviewees talk appreciatively of the support provided from their 

partner. However, one mentions that it might not have been for the best that her partner has been able to 
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be supportive as it lead to her spending even more hours at the office. Another interviewee explains how 

her and her partner work at the same company which is beneficial for them, since the workplace to a 

greater extend understands that one of them must leave to pick up kids or stay home when they are sick.  

The interviewed auditors who have children, held the biggest part of the parental leave of the pair. When 

going on parental leave, your tasks might be handed over to colleagues and you might be away from the 

workplace for a long time. It is noticed by some of the interviewees that it is easy to fall behind when being 

on parental leave, and therefore, it should be a company focus for how one returns from parental leave.  

“It has been an eye-opener, that every time someone return from parental leave, they might 

stay a year or two, but it seems like it put their career on hold.” (A1, #50) 

To support this argument, one auditor explains how she after maternity leave agreed with her employer 

that she should work part time; for her it was impossible to imagine working fulltime as an auditor and 

having children at home. Moreover, one explains that the lack of attention to how she returned after being 

on leave ended up with her overworking herself and it did not work for her, she does not want to return in 

the same manner should she go on leave again in the future. 

The interviewees suggest that a main characteristic of the SAA candidate is that they do not have children, 

and if they do, then it is mostly the men. In general, there is an understanding that it is challenging to have 

children and work as an auditor at the same time. Even though they might have rearranged their work tasks 

to accommodate their family life, it is still indicated as a goal to try to leave early, and focus on being with 

the children when returning, instead of continuing to think about work.  

Some SAAs having children explain how it on some occasions works as a driver to be more efficient at work, 

and therefore, be able to return home sooner. However, it is in general a challenging profession to have if 

you have children. An interviewee, who is the main caretaker of her child, depends on the help from family 

members especially during high season. The worked hours and high season are a recurrent issue when the 

interviewees are addressing why it is challenging to have children and be an auditor at the same time. 

Some make it work because they must, you might need to pick up the kids, however in general it is an 

incredibly difficult position to have children as an SAA. 

 “The life you live does not connect with having a family.” (A1, #51) 

Some of the interviewees have left the profession and those with children not wanting to do that are 

working part time or have rearranged their clients and tasks to better suit their life beside work, for 

instance having fewer or smaller clients and therefore being able to work less or more flexible.  



    

Page 78  
 

Some of the interviewees have left the profession, and those with children not wanting to do so are 

working part time or have rearranged their clients and tasks to better suit their life besides work, for 

instance, having fewer or smaller clients, and therefore, being able to work less or with more flexible hours.  

The findings suggest that there is an overrepresentation of men in the SAA programme. and if there are any 

of the candidates who have children, then only women bring their children and either a mother or a 

partner to take care of the child while the course is running. This suggest that it might be easier for a man 

compared to a woman to be away from a small child, and an indication of women not being willing or able 

to leave their family obligation to another caregiver in contrast to men. In general, the sentiment is 

different for men than women regarding children, career, and work life. 

7.3.3.3 Flexibility 

Flexible working conditions as to when and where to work is by the company representatives mentioned as 

important for the employees, and therefore, something they are trying to implement.  

“We are trying to create initiatives to make it attractive to everyone. Whether being a man 

wanting to work 40 hours a week, or a woman wanting to work 20 or 80. There should be 

opportunity for both.” (CR1, #52) 

The reasoning for this is that they prefer people stay in the company and working fewer hours instead of 

leaving the industry with the consequence that they work zero hours in the company. However, they 

experience an issue with people not taking the discussion and instead simply leaving. Sometimes they 

return and then, according to the company representative, more want to have that discussion, the 

company, however, would have preferred the employees not leaving in the first place. This suggest that 

even though the companies are aware of the issue and want to create opportunities for people to work 

less, there still exists a culture where it is not something easily discussed by employees. The representative 

suggests that the reason for this is the way company culture has been historically and still influence 

people’s mind of what is possible. This battle is interpreted as representing Doxa, according to Bourdieu the 

culture is challenged by newcomers who might prefer a different work culture and over time possibly 

change it due to the ongoing battle in the field. 

The flexible conditions also assert when considering entering the SAA programme. The company 

representative explains how they want to create the time for their employees to be able to follow the 

programme and become SAAs for instance by designating fewer clients and assignments to that employee, 

or following the programme for a longer period. In this occasion the firms also encounter employees 

rejecting the idea of entering the programme without even having the conversation with their employer 
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and possibly rejecting the programme based on perception of the programme. There seems to be a 

miscommunication between the employees and the employer, hence their desires appear to correlate. 

According to the company representative the companies prefer to have the conversation before one 

rejects the idea of becoming an SAA, since it is to their understanding easier to convince the employee 

before they reject the idea, depicting the issue described by Habitus and Bourdieu as the dialectical 

relationship between the objective reality and the agent’s sense. With the auditor rejecting the idea a 

priori, however, the SAA title was achievable. The auditors could break the pattern if they do not feel 

rejected beforehand. 

The auditors also perceive the working conditions as being flexible, due to them mainly 

planning their hours themselves, specifically those with some experience in the field and 

when it is not high season.  

“It is very flexible, because if you work 50-60 hours a week and then need to leave early one 

day (for instance because of the end of football season) then it is acceptable”. (A5, #53) 

The quote above is from an auditor who perceives the work as being flexible; however, it is debatable 

whether 50-60 hours of work per week leave space for flexibility. Another auditor was describing the 

profession as being flexible because she could manage her hours herself, but then interrupted herself, 

laughed and mentioned that there is not much flexibility in planning 70 hours. The companies want to 

create flexible working condition, the employees overall perceive the working conditions as being flexible, 

however, one not working in that line of profession might not view the conditions as being flexible. 

7.3.3.4 Prioritisation  

Overall, the logistical issues of flexibility and the balance between work, spare time and family has 

something to do with how one prioritises between different possibilities.  

It is challenging to prioritise between spare time and work, when finding your work exciting, an auditor 

expresses that she feels time passes by quickly when working and when looking at the time sometimes gets 

the feeling of regret that she is not managing to finish even more work before she needs to leave, 

especially since there are an endless number of tasks to do. However, due to the fear of overworking 

herself, she does prioritise to leave work after all.  

“It has always been a challenge for me to balance how many tasks I say yes to. In relation to 

they fear of working oneself to death. It might sound a little harsh but in reality, it is a 

concern.” (A4, #54) 

Due to the fear of overworking herself, she does prioritise to leave work after all.  
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Prioritisation might change with time; the findings suggest that having children changes one’s priorities. 

When becoming a parent, it is presumably something one wants to prioritise above other things and that 

rearrangement of priorities is stated by the auditors as being difficult to navigate through.  

“There is no doubt if you ask me, definitely my prioritisations are my children. But whether if 

that in reality is what I always do, I am not so sure.” (A3, #55) 

The interviewees express that they sometimes prioritise reading emails and answering work related phone 

calls, instead of being with their children. However, one of the SAAs with children does express that she has 

found her way to prioritise and balance her life by leaving work to pick up her children and spending time 

with them, and then continue working in the evening after they are sleeping. She then prioritises her 

children and work, and does not watch television nor relax in any other way during the evening if there is 

work still needed to be finished. However, the auditors with children find it challenging to prioritise 

between finishing projects for clients and perhaps picking up children a bit later than usual or leaving the 

job to pick up kids exactly at three. 

The prioritisation is further difficult if becoming a parent while following the SAA programme. Presumably it 

is difficult to prioritise the programme and study intensively for an exam while having new prioritisations 

that have emerged, involving the baby. Therefore, certain prioritisations if becoming or being a parent 

influence the likelihood of also becoming an SAA. 

The employer wants to help the auditors prioritise; an interviewee has an agreement with her manager 

that they are aiming for her to work less than 70 hours by reducing her client portfolio, however, she might 

need to work in the evenings of peaks during high demand seasons. Historically the auditor employer has 

not focused on their employees need for prioritising; however, the company representative sees this as 

their duty to help employees to prioritise. “It is in reality our actual duty to have that discussion with our 

employees and ask them what they intend not to do.” (CR1, #56) 

Even though the employer wants to help prioritise, it is not possible to entirely remove the burden of 

studying to become an SAA. It is still additional education on the MBA level, thus in a certain period it will 

require investment of time and effort with the goal to complete a complicated examination while 

simultaneously working a demanding job. The interviewed SAAs explain that they throughout following the 

SAA programme, have declined invitations, and missed events because of the need to study for an exam or 

hand in a paper. Those not being SAAs express awareness of the required time and effort, and are not 

certain that they want to prioritise attending the programme. Prioritisation is thus a challenge encountered 

on the path to becoming SAA. 
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7.4 Gender representation issues 
This section‘s aim is to clarify the problems of low representation of female SAAs. Possible explanations for 

the low representation of female SAAs are the lack of female role models, the fear of not being a part of a 

group, having a family and the difficulties with prioritisation and creating balance in one’s life. However, 

relevant to notice is that there is a lack of diversity in top management overall, not only lack of gender 

diversity. In general, it is a problem that few females become SAAs because of the need for companies to 

make good use of every potential and talent, need for variety in competencies and progress in the auditing 

industry. 

7.4.1 Interviewees perception on the scarcity of female SAAs 
There are fewer women who become state authorised auditors due to recruitment issues in the industry 

caused by too few females studying cand.merc.aud, and therefore, diminishing their ability to enter the 

industry. Becoming a SAA is similar to acquiring a top management position with which issues already 

heavily exist in (gender) diversity, such issues also exist for females becoming SAAs. Contributing to a 

scarcity of female SAAs is a general lack of role models and females usually not being a part of the group of 

men. Furthermore, women encounter obstacles due to being female as feeling insecure and being more 

mature in their thinking. Additionally, the difficulties of being a SAA, having a family and the prioritisation 

of this has an influence on the percentage of female SAAs. However, the issue does not solely seem to 

impact the female gender, but moreover, there is a lack of diversity in general in the top management 

positions. 

According to one of the interviewed company representatives, one of the main causes leading to fewer 

female SAAs, is that there are fewer females who finish their cand.merc.aud studies, than males. The line of 

argumentation is that there are fewer females who start, and therefore, there are then fewer females to 

study and become SAAs. This might be true; however, the same representative explains that the company 

has managed, to hire an approximately equal number of males and females at graduate level in recent 

years. This explanation contradicts the first statement of recruitment issues being a main cause for fewer 

female SAAs which instigates a consideration of other possible causes. 

A different reason arises during an interview with one of the female auditors who mentioned: 

“It is exactly the same reason as the discussion of why so few females are in top management 

positions.” (A1, #57) 

This signifies that being an SAA is not just an education, however, the title is equal to being in a top 

management position. The auditor refers to the extensive discussions and research about the scarcity of 

females, and especially in top management positions as females, and especially mothers, are 
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disadvantaged when it comes to advancing to SAA or becoming a partner in an auditing firm (Holmstykke 

Kristensen, Kent, Warming-Rasmussen, & Windsor, 2017). She supports this claim with describing that the 

way the auditing companies are structured, with those who can authorise auditing reports also are those in 

top management positions, which is the reason for why being a SAA a top management job. The path to 

acquire a top management position in the auditing industry is apparent due to the equivalence of one 

choosing to become SAA, which might be the reason why it is clear that fewer females choose the path in 

the auditing industry, compared to other industries. The mechanisms above depict how the SAA title is a 

Cultural Capital in the auditing industry, which enables those acquiring that title to advance and access 

influence power, hence achieve Symbolic Capital. 

Company representatives and even more auditors, mentioned the lack of female SAAs role models in the 

industry as the main reasons for fewer females becoming SAAs. The auditors describe how there is a 

scarcity of female SAAs, and therefore, few who can inspire others to choose a similar path. The auditors 

describe how the profession is primarily represented by middle aged men who are stressed and who do not 

look like they are taking good care of themselves, which is not someone who they aspire to be. If the SAAs 

represented are mainly those middle-aged men and they constitute the SAA role model, it raises the 

question whether it is a job one wants to acquire after all. Hence, there is a lack of role models; a lack when 

it comes to more female role models but also different types of men. If more role models were to appear, 

the agent’s habitus would produce new history and influence the social practices of the field and change in 

the direction of harmony and the desired goal of the agents in the field. However, the agents are limited in 

their influence on this according to Bourdieu. Further with the masculine dominance being present, women 

cannot simply riot to gain access to the Cultural Capital of the SAA title; both men and women need to 

distance themselves from their own thinking and the mental structures to change the culture. 

Furthermore, there is also a need of different types of females. Most of the females who now possess SAA 

or top management positions are females without families, or with older kids who work a lot according to 

the findings during the interviews.  

“There is a lack of role models who depict that it is possible to be a woman, and successful 

and have balanced work life.” (A4, #58) 

It is not yet proven for enough females that it is possible to acquire the above, and therefore, more females 

might reject the SAA path.  

More of the interviewees talk about “the club” or “group” you consider joining when deciding to become 

SAA or not. It is of course a part of the role model discussion, to be able to imagine yourself as one in the 
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group, but further it is a discussion of wanting to belong. If you cannot see yourself as a part of the group, 

or wanting to belong to that group, why then even make the effort to follow the SAA program. One auditor 

describes the fear of not belonging as relevant; with herself being SAA, and having the feeling that she 

needs to fight for her right to be a part of the group. She has more than once in a professional context been 

undermined by being referred to as “little girl”, with a result of change in the power balance and the feeling 

of not belonging. She has also experienced the rest of the group not being like her and having other 

interests than her, causing her to feel like the only one not able to relate to how they looked or what they 

talked about. The experiences of undermining and unrelating cause a struggle for her to rise above, 

establish a good collaboration, and thus, resulting in her feeling the need to fight for her rights to be a part 

of the group. There is an issue with SAA groups or clubs, with members being too identical and excluding, 

and therefore, not able to accept women in the group. However, women might also be rejecting what in a 

priori has rejected them as described by Bourdieu. They reject gaining access to the group because of their 

sense of reality in terms of their own capabilities and limitations. Social inclusion and exclusion mechanisms 

thus harmonise the objective possibilities and what they find realistic and desirable. 

The role model and group arguments are not limited to one gender, according to one of the company 

representatives, it is both males and females who lack the aspiration to be SAAs when looking at those 

being SAAs and partners in the company now.  

“There are too many who are partners in the same way. There is an overrepresentation of our 

employees, both women and men, who do not necessarily think that it is attractive.” (CR1, 

#59) 

This statement emphasises the importance of different types of people who acquire top management 

positions, and not merely more females. The issue does not seem to be limited to a lack of a certain gender 

in the top management position, but more a lack of diversity in the type of person who possesses such a 

position. Nevertheless, it is debatable whether it in fact is a problem that top management positions attract 

a certain type of person since the best managers might have the same competencies, and therefore, the 

group becomes less diverse. 

The interviewed auditors indicate the female mindset as being an explanation for fewer female SAAs. 

Firstly, when it comes to the list of demands women put on themselves; to be the best to exercise, the best 

friend, daughter, mother, and wife. Bourdieu theory about masculine dominance and bodily Hexis explain 

why these women are subject to these demands and how the perception of gender is embedded in the 

body, and therefore, become internalised beyond the consciousness of the agent. Secondly, that women 

tend to be more insecure and believe less in themselves and their abilities. 
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“In the end, I further imagine that women are not as good at believing in ourselves. We look 

more at the things we could be better at, than the things we are really good at.” (A2, #60) 

The claim is not far-fetched since studies suggest how females tend to underestimate themselves and men 

overestimate themselves (Jansen, Schroeders, & Lüdtke, 2014). For instance, a study has been conducted in 

regard to grades, both males and females were asked what grade they expected to receive, and females 

generally underestimated themselves and males overestimated themselves. In the auditing industry the 

issue manifests itself in the job applications according to the interviewee. It can create the tendency for 

women feeling insecure and waiting longer before they feel safe to begin a SAA education, or even feel 

good enough to choose that path at any point in their career. Further if the list of demands women put on 

themselves are correct, it adds more pressures and barriers to succeed both in their private life and 

professional life, possibly causing fewer female to become SAAs. 

A reason for the fewer female SAAs which is mentioned by the interviewees, is the difficulty in combining a 

SAA career path, with having a family. 

“I believe that it has something to do with having children, I believe that is the main factor, 

family life. The fact that you as a woman, find it difficult to imagine how to balance things.” 

(A3, #61) 

The statement is a conception of the life you live as an SAA. Nevertheless, it might not only be a 

conception, also those being SAAs explained that they work too much, have difficulties in balancing work 

life and private life. Further some interviews were even held in the evenings due to lack of time in the SAAs 

schedule and emails were received also on Sundays and late in the evenings, emphasising the difficulties in 

having spare time. If the conception is that you do not have spare time as an SAA, then it can be difficult to 

imagine having a balanced family life. 

Becoming SAA is depicted as almost impossible to accomplish if having family. The interviewees describe 

meeting couples who were both auditors aspiring to become SAAs having to agree on the order in which 

they should follow the programme. If they did not follow the programme at the same time, then one would 

follow the programme and the other would guard the kids, and then switch ones the first part completed 

the program. In such a case described, becoming SAA is a project and no one does it at the same time if 

they have kids. This will not merely be an issue in households with two auditors but in any family with one 

wanting to become SAA, it requires support from the rest of one’s family to finish such a project. 

Another family related issue, that is mentioned is parental leave, and specifically maternity leave:  
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“… the life you live does not correlate well with having a family. There are simply too many 

who do not return properly after parental leave...” (A1, #62) 

The issue with not returning properly results in either leaving the industry, or if you stay in the industry for 

a couple of years, the unproperly return from parental leave seems to stale your career. It is uninspiring to 

those who might want both an evolving career and a family; it gives a less flattering image of the auditor 

role and with SAA requiring even more hours, it often seems out of reach. 

In continuation of the statement above, it is noticeable that the age for entering the SAA program is the 

same age as people start considering having or already have children.  

“One should not underestimate, that it is in that age where people start having children or 

start a family, and it is a minimum of two years you commit to being really busy.” (A2, #63) 

In contradiction to the above, it is argued that most male partners in one of the auditing companies have 

children. Which exemplifies the possibility of having children and a growing career at the same time. On the 

other hand, it is also mentioned that in society it is still the norm that the mother cares for the child, when 

it falls ill during the first years. One reason for this is possibly explained by Bourdieu though the concept of 

Doxa were it might be perceived as the most natural that women find it harder to have a family and besides 

working as auditors and from the fear of challenging the field too much newcomers accept the Doxa and 

unwarily reproduce it.These statements give the impression that if being woman, one should become SAAs 

before having children, which is rare to achieve (see the section X.X about maturity in requirements to 

become SAA).  

In continuation of the family related topic, the matter of prioritisation arises.  

“I believe that women tend to leave because they see an industry with a lot of work, really 

much, and that is not compatible with the family life they want. And I believe that it urges 

them to quit and leave the industry.” (A10, #64) 

It is a stimulating and growing education, but it is still at least two years of your life, in which you need to 

juggle work, education with courses and an entire program to follow mainly in your spare time, and 

anything you might want to do beside your job e.g., hobbies, sport, etc. If one has or wants a family, it 

might seem impossible to start the SAA program as well. At the same time, it is a question about 

prioritisation, what does one want the most, is it either the education and a top management position or 

more spare time and a family.  
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A possible reason for why the matter of prioritisation seem to mainly apply to women, seen in the fact that 

there are multiple male SAAs and partners who do have kids, could be because women tend to think 

through and ahead of what they decide on and what they find inferior, for instance time for a family or 

spare time.  

“I believe that women more tend to think through what they are leaving behind if they are to 

spend that amount of hours on an SAA education.” (A2, #65) 

A company representative believes that women in general are more mature in their decision making and 

experience that there is an overrepresentation of their female employees who are further in their 

matureness than men, as well as earlier in their career, which therefore to a bigger extent influences their 

choice to follow the SAA program or not.  

The different levels of maturity and way of thinking is a generalisation about men and women, but it is still 

an expression the interviewees have from working in the industry. The matter might be changing, at least it 

is noticed that men seem to have an increased concern about prioritisation, and how men want to live their 

lives, with for instance men taking more paternal leave. Further the top management has an increased 

focus on the issue that the hours one works historically has influenced how far you are in your career. 

Hence the male preferences might be dynamic and change over time or this is possibly a sign of 

harmonisation towards meeting expectations and new goals of the field according to Bourdieu. The 

working culture is therefore possibly changing, from a focus on how many hours one works for being able 

to advance, to employees wanting a balance between work and spare time, however, it will probably take 

time.  

“However, even top management express this, one cannot expect there will pass one month 

and then the matter is sorted. I believe it will be a long journey for the industry to change 

that culture.” (A3, #66) 

Generalisation and possible shifts besides, if employees who reflect on what they find inferior, cannot see 

room for anything beside their work, there is still an opportunity for improvement to increase how many 

employees choosing to become SAAs.  

 

7.4.2 Interviewees perspective on why there is an issue with few female SAAs 
There is an understanding from the auditors that costumers of auditor services will expect, and some 

already are expecting, a more diverse auditor group and top management from their auditor company. 

Even though the auditor as a profession is the public representative, the auditing companies still need to 
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subsist, and therefore, be capable of attracting clients. The external pressure causes auditing firms to focus 

on meeting clients’ expectations. In continuation of that, according to the interviewees there are multiple 

reasons for few female SAAs being an issue. The findings reveal three main reasons from the interviewee’s 

industry experience; focus on a larger variety of competencies, unused potential, and progress in the 

industry.  

First, there is a need for a larger variety of competencies. The industry is changing and some of the former 

main tasks for an auditor, are being replaced by technology and possibly create an external pressure on the 

auditing firms to focus on achieving a larger variety of competencies by creating a more diverse workforce 

and group of SAAs. For the companies being able to meet the market requirements for diversity, for 

instance within people skills, there is a need from input from a variety of people. When it comes to 

competencies in general, there is further an understanding among the interviewees that women 

competencies might differ from male ones, and therefore, a simple way to increase competencies, would 

be to have more women holding management positions. 

“… if there were more women in management, there would be a greater focus on a variety of 

competencies. Everyone can talk about how important female competencies are, but if nine 

out of ten of those talking are men, I do not believe they truly understand it anyway.” (A3, 

#67) 

It is specifically mentioned that it is not only a concern for few women as SAAs, however, the main issue is 

with diversity in general, not limited to gender. An ordinary top manager is often referred to as being a 

middle aged, white male, and therefore, if anyone who differs from that type were to become manager 

that would increase management diversity. 

Secondly, there is a large sum of unused potential and talents to be found amongst female auditors, which 

is considered necessary due to the general lack of auditors. If more women were to become SAAs and a 

part of management, it is suggested that they would act as role models. With more female role models, it 

could inspire more females to choose the SAA path, and therefore, generate a more diverse management 

team. However, it is a predicament that is not easily solved. Once again, it does not only regard gender 

diversity, but it is also a problem that there is little variety among the SAA role models and it is proposed 

that this affects the appeal and retainment of talents.  

Lastly, there is a desire for more female SAAs based on the understanding that diversity will create a better 

company culture accompanied by enhanced likelihood for progress in the industry.  
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“… there might be a different focus if more women were in charge and participating in the 

decision making. Instead of all of these men … diversity is probably necessary for things to 

evolve and better embrace everything.” (A1, #68) 

It is argued that the work culture the industry is known for, with a lot of overtime and heavy workload, to 

some extent still exists. That culture clash with the work culture of younger generations who require a 

certain balance between their job and their spare time. If more diversity were to be found in top 

management that old fashioned point of view would be challenged to a bigger extend, and therefore, 

creating space for progress. It might not change the quality of work done by auditors to achieve more 

female SAAs, however, it will possibly change the view and work culture with increased diversity. 

“It would of course be better with gender equality, but I do not believe it changes the work 

done. Except it would probably be easier for women to understand that one should not spend 

huge amounts of time, if you have family and kids.” (A5, #69) 

7.5 Solutions 
Even though, the companies have an interest in retaining women in the auditing industry and balancing out 

the gender inequality, they have not found the adequate way to solve the problems. This section offers 

examples of possible solutions provided by the findings. 

7.5.1 More information about becoming SAA 
The exam format is newly changed and hopefully it will have a positive impact on the gender inequality is 

because it allows more flexibility, it being more concentrated, and it no longer has a time limit. Though, the 

interviewees suggest that there is a need for more candidates to articulate that one might not pass, nor it is 

needed to pass the exams in first attempt and that there are many ways and tempi to achieve the title. 

Further the finding suggests a tendency for SAA candidates portraying the process as easy and themselves 

as excellent and no one expressing being insecure, unsure, nor worried. Thus, possibly resulting in others 

deselecting that path because they might not feel as excellent and therefore believing the SAA not being 

the right direction for them. When articulating these matters, and changing the tales, more people might 

be tempted to try and enrol in the program. 

In continuation the interviewees state that there is a general need for more information about the process 

to becoming SAA and what the SAA job comprise. The auditing firms need to encourage employees to 

consider becoming SAAs, instead of scarring potential candidates away by allowing the culture surrounding 

the SAA title as being something for only the special selected elite. Starting the program is explained as 

being terrifying due to not knowing entirely what it requires thus the information flow could already start 
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when people study cand.merc.aud to be able to reach as many as possible from as early as possible with 

the required information. 

Finally, a broader branding of cand.merc.aud and SAA is demanded from FSR. There is not much branding 

regarding the education, nor specific branding targeting women. Branding and articulating accurate 

information is a solution for attracting more candidates. 

7.5.2 Revive the industry 
First, the management system needs a structural change. If those managing were to a greater extent 

educated as managers, and had the desire of managing, the auditors not wanting to manage nor having the 

adequate competencies to manage, would not leave the industry for management reasons. Additional one 

could hope that the industry and general work culture would further improve due to adequate managers. 

Second, it is mentioned that an increase in career paths, would retain employees due to enabling them to 

advance in directions they find interesting, and not only having the SAA as an advancement option. Last, an 

innovative idea for the industry is the possibility and wish for people being able to sign, without being SAAs 

which could work if the company itself for instance were to obtain an authorisation thus enabling their 

employees to sign. This would not increase the possibility of people becoming SAAs; however, it would 

increase the possibility of people staying in the industry due to the advancing issues being eliminated.  

7.5.3 Recruitment and retention 
The findings suggest that it would increase the possibility of women becoming SAAs if people were 

recruited younger, thus resulting in them being less biased towards the industry, perceiving it as it is now 

and not how it might have been historically. It would then not be a challenge to retain people and possibly 

even easier convincing more becoming SAAs.  

It is suggested that an analysis of how many SAAs is actually needed and it is possible to recruit employees 

from other educations than cand.merc.aud. This would not increase the possibility of more female SAAs; 

however, it would increase the possibility of solving the problem with scarcity of auditors. Further 

mentioned as a solution to the retainment issues is to a greater extent make employees feel needed and 

explaining how flexibility is offered if they require so, hoping them not leaving the industry. 

7.5.4 SAA on parttime 
Presumably it is not possible to be an SAA while working part time. It is a general understanding of the 

auditors that an SAA work intensely. An auditor describes that she never leaves later than an SAA and she 

gets exhausted simply by looking at the SAAs calendar, which is booked the entire day and evening, thus 

creating the understanding of an SAA working all the time. Still auditors argue that if not having children 

and maybe later in life, they might want to spend more time working, thus suggesting the companies to 
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consider whether is could be possible to work as an SAA parttime, due to the interest being there however, 

needing more hours. Although, it is explained how not wanting to work intensively, is not harmonising with 

being an SAA and one must choose what is most important, this quote from an SAA offers a different 

perspective: 

“To be fair, it is not that many hours of my everyday life that it is necessary to be a state 

authorised auditor.” (A4, #70) 

With only necessary to use the authorisation for a few hours on daily basis, it would suggest that being SAA 

on part time.  

Further it is assumed that the SAA education is time consuming, and not possible to complete on part time. 

It is mentioned that everything comes with a price tag, and one must understand that it is not an option to 

become SAA and spending extraordinary much time. However, the company representatives continuously 

explain the companies understanding of the need for flexibility thus suggesting they might be open for 

auditors to pursue becoming SAAs in unconventional ways such as part time. 

“I know of a colleague who left the industry to work as a controller, but is know in a small 

auditing company, she was offered to spend every Friday studying for SAA. We do not offer 

that at all. Just to explain how it for her really work as a competition parameter that she 

gains the flexibility of being secured one day off to enabling her to study as wanted.” (A4, 

#71) 

The quotation above is a great example of a flexible option for the companies to offer their employees, 

thus acquiring more people willing to study and become SAA and possibly further loosing fewer auditors to 

controller jobs outside the industry. An example of it being possible to advance on part time. 

7.5.5 Female Role models 
As analysed earlier, more female role models and a diversity in role models, are of high importance for 

attracting more people and especially females to become SAAs. Thus, the interviewees mentioned how the 

companies retaining and expanding the role model diversity, with time naturally become a solution that 

makes the title seem more appealing to women. 

7.5.6 Better working conditions 
The findings offer two significant solutions for more females pursuing SAA, regarding improvement of 

working conditions. Firstly, a greater focus on what conditions parents return from parental leave and 

secondly, a smaller workload.  
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The suggestion of greater focus on parental leave is mentioned regarding mothers, since mothers tend to 

take most of the parental leave thus being away from the job market for a longer time and advancing 

slower than their co-workes. As a company representative explain, this gap between men and women 

might be decreasing already, since the companies experience an increase in males taking more of the 

parental leave. However, those obstacles women encounter when returning from parental leave, does not 

disappear because stay longer on leave, the obstacles will simply start influencing men as well. Not being 

said that it should not slow you down to take leave, being on leave does mean that one is not working for a 

while and therefore slower than co-workers, however you might acquire valuable competencies while 

being on leave that your co-workers have not gained. Further might the conditions of work when returning, 

being important to how you see it possible to pursue becoming SAA or even stay in the industry, thus it 

might be worth for the companies to consider a different format of work for parents returning from 

parental leave. 

The findings suggest that the hours of work and the general workload, possibly is worth paying attention to.  

“If the high pressure on the auditing companies did not exists, for instance there being more 

employees, more women might study to become SAAs.” (A5, #72) 

The reason for this focus on workload, is because following the program requires a lot of time and with an 

already heavy workload fewer might feel inclined to take on extra hours to study. Nevertheless, this is a 

predicament since it is a general issue of the industry, to need more employees. With time, the issue would 

probably decrease due to less people leaving the industry for improved work conditions. Further it is 

argued that people with other commitments than their job, might find it more attractive to study if met 

with flexible options to do so. In contrast to this, a company representative explain that flexible options are 

already possible, one simply need to have the conversation and ask about this. It is arguable not the best 

way to offering flexible conditions, at least those flexible options might need more advertising since people 

usually decide to leave the industry or not become SAA instead of having that conversation. 

8.0 Conclusion 
The purpose of this study is to clarify which factors shape women’s decision to become statutory auditors 

in Denmark. This was carried out by analysing thirteen different interviews with both employees working or 

with prior work experience in three of the biggest auditing companies in Denmark, company 

representatives from two of the firms and an expert on the profession and educational path towards 

becoming SAA. The following factors have been identified from the interviews, as being of importance for 

women’s decision to become SAAs in Denmark: Structural challenges encountered in the industry, the work 
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environment and the SAA programme, and a variety of drivers and challenges encountered overall in the 

industry, in entering the programme and logistic matters. Based on these main findings and suggestions 

from the interviewees, possible solutions to the matter of acquiring more female SAAs are proposed. 

Different structural challenges shapes women’s decision for not becoming SAAs. Firstly, such structural 

challenges exist in the industry; there is a general lack of auditors in the auditing industry which increases 

the workload and causes further pressure in those employees contemplating quitting the industry. The 

auditing industry constitutes a system of explicit and implicit rules, norms, values, logics etc. that 

systematically provide advantages to male auditors over their female counterparts causing it to be “easier” 

for male auditors to gain and maintain access to the SAA title. There is further a generational gap in the 

industry entailing different expectations and perceptions of working life. The generations gap is an 

indication of a strong and gender biased culture which generally favours the people, and typically men, 

working many hours. The auditing industry is perceived by the auditors as being structured in a way 

where the auditors can advance until a certain level before they must either become SAA or leave the 

auditing industry to find an alternative career path. This perception can be a factor that deters people, 

including women, from staying or joining the industry.  

Secondly, structural challenges are represented in the work environment; the work environment fosters 

high performance and fast pace which can be factors constraining women from becoming SAAs if they do 

not want to comply to the Doxa. There is a hard tone from the top resulting in women feeling inadequate 

at their job or uncomfortable in the working environment. The hard tone therefore becomes a factor in 

retaining employees in the industry. Health issues due to stress from comprehensive workload and urgent 

deadlines constrain the auditors from becoming SAAs because the working environment is too stressful and 

affect their general health. The benefit of working this amount of  hours and working in teams is according 

to our findings that the auditors spend a lot of time together which encourages a strong collegial bond and 

a sense of being part of a community. The great collegial bond and the sense of community motivates the 

auditors thus being a factor enabling women to stay in the industry. Leadership is big part of the auditing 

work and becomes a challenge since managerial responsibility are assigned based on someone being a 

good auditor or their level of experience, not on having natural management skills nor being interested in 

managing. This results in demotivating and inadequate management thus being a factor constraining 

women to become SAAs. 

Lastly, the SAA programme contains structural challenges; the timing of entering the SAA programme, 

which usually happens simultaneously with an increased workload and the idea of starting a family, is an 

explaining factor to why fewer women choose to become SAAs. The process to become an SAA is very hard 
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and time consuming because the candidates need to fit in studying and courses in addition to their regular 

work obligations; the balance being difficult to manage. Further the formalities of the SAA exams can be a 

challenge for the SAA candidates with advanced exam techniques, professional and personal competencies 

required both in oral and written exams. 

A variety of drivers and challenges that shape women’s decisions for not becoming SAAs are encountered 

by auditors. Firstly, if feedback and acknowledgement is offered in a timely manner, it works as a driver for 

the auditors. Companies are aware of the importance of recognition; however, some auditors feel taken for 

granted thus resulting in them questioning whether to continue working as hard. The industry generally 

prioritises a performance culture, with ratings and constant feedback which is demotivating for the 

auditors. The companies are reluctant to change the system due to wanting a measurable score for growth 

and development of employees. Since the system reflects both feedback and scores for compensation 

schemes, it is understandable why auditors tend to focus on the performance part of the system and not 

on the feedback and growth part. As an auditor stays in one firm longer, the feedback process becomes less 

formalistic, and SAAs might need more formal feedback for it to work as a driver. The lack of role models is 

a challenge for auditors to become an SAA and due to there being less female role models, especially 

women would more easily find aspiration in others. Oneself wanting to become a role model for the next 

generation of female auditors, might further work as a driver for becoming an SAA. The traditional male 

competencies and aspirations enable more men to become SAAs than women. If one needs to “feel or be 

like men” to advance or be part of the group, some women with other competencies or priorities will not 

choose that path. Therefore, needing to have male competencies to advance depicts an obstacle for 

women for becoming an SAA. Women being more emphatic than men is furthermore becoming a challenge 

for women’s desire to advance and choose the SAA path, because they are less able to focus solely on their 

career than men. Women tend to underestimate themselves and be more self-critical than men, which 

becomes an obstacle for women to acquire the SAA title. Men are respected to a higher degree, whereas, 

women might need to prove themselves before being taken seriously. It is a company strategy to attract 

and retain as many females as possible in the industry and to help women to advance, preferable to the 

highest management positions possible. The focus on the matter thus enables more women to become 

SAAs. The findings suggest the industry as having a glass ceiling, challenging women to become SAAs to a 

greater extent than men.  

Secondly, on the path to enter the SAA programme one encounters different drivers and challenges for 

becoming SAA. Being challenged professionally, personal development and the possibility to acquire new 

knowledge is a large driver for deciding to become an SAA. The SAA path might be a necessary means to 
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growing further and gaining that knowledge desired since it is described as the next step to climb. 

Becoming more attractive as human capital for employers, is motivating for pursuing the SAA title and 

further the title is regarded as a fast track for one’s career, thus being a motivator to choose that path. 

Overall, a big motivator for the auditors is the desire to make a difference with their job, either regarding 

clients, or helping colleagues. Working against a stigma, can work as a driver if surroundings explicitly tell 

women that auditing is no place for women and the culture implicitly dictates that women are not talented 

enough to become SAAs then some women become motivated to work against that stigma and prove 

themselves. 

Lastly, logistical issues reflect different drivers and challenges for choosing to become an SAA. A recurring 

subject during the interviews is the balance between work and spare time. Women are struggling with not 

feeling good enough, wanting to deliver at work and at the same time having a family at home. The 

industry is changing which is encouraged both by top management and the employees, and a focus on 

finding the balance between work and spare time is becoming increasingly important. Family is an 

important factor to consider as both a driver and a challenge when becoming an SAA. Challenging regarding 

the struggle of effectively managing one’s life, however, having a supportive partner does make it easier to 

be successfully working in the industry and having a family. Further having children functions as a driver to 

be more efficient at work, and thereby being able to return home sooner which helps to create a balance 

between work and spare time. However, it might be easier for a man compared to a woman to be away 

from a small child and an indication of women not being willing to leave their family obligation to another 

caregiver in contrast to men. Flexible working conditions as how much, when, and where to work is an 

important factor when choosing to pursue the SAA title or not. Flexibility makes it easier for people to 

arrange to simultaneously follow the programme, working and having spare time. Prioritisation between 

spare time, work and studies is a challenge for becoming an. SAA and auditors deselect becoming SAAs 

because of the knowledge of the required time and effort for completing the programme.  

It is vital importance to solve the unequal gender representation in the auditing industry to attract and 

retain more female auditors. A diverse group would reflect a larger variety of competencies and people, 

both attracting unused potential and talent and enabling the industry to progress. Therefore, possible 

solutions to the matter of acquiring more female SAAs are proposed. 

A possible solution to improve the gender representation issues is providing more detailed information 

about requirements for becoming an SAA both regarding the programme and the job. Another option is to 

revive the industry regarding the management system, creation of career paths besides becoming an SAA 

and researching the possibility of not only SAAs being able to sign and audit the final reports. Recruitment 
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of younger employees and of employees from different educations other than cand.merc.aud would help 

with retentions issues. A solution for more women, or auditors in general to pursue becoming an SAA, 

would be the possibility of studying for the SAA exam and working as SAA on parttime. Female role models 

and in general greater diversity reflected in role models would inspire more to become SAAs. An 

improvement of working conditions, and especially regarding returning to work after one’s parental leave is 

another solution to consider. Lastly, the retention of female auditors can be attained by offering greater 

flexibility when auditors wish to enter the SAA programme. 

9.0 Discussion 
The following paragraph is a discussion of our finding regarding implications, bias, future research potential 

and limitations.  

Out study investigates what factors “shapes” women’s decision to become statutory auditors in Denmark. 

The auditing industry generally have a challenge to recruit and retain people in the industry both men and 

women. Therefore, one implication of our finding is that the factors we found determining for women’s 

decision to become SAAs can be the same shaping men’s decision. Therefore, it could build upon our 

findings to conduct the same research and instead interview corresponding male auditors form the industry 

to investigate if the general retention problem is beyond gender specific, and maybe instead is specific on 

other parameter e.g., “types of personality” or “social class”. 

The advantage of qualitative data collection via interview is that it provides a in depth description of the 

researched subject and the disadvantage is that it is context dependent and biased to the extent that the 

derived data is a product of a social interaction between the interviewer and interviewee. Our subject 

entailed personal questions which can bias the interview e.g., by making the respondent answer in 

correlations to what is perceived socially accepted or what corresponds to the respondent self-image. 

Another bias is that the interviews were conducted by two female students from accounting studies, which 

can bias the respondents answers as well e.g., by tone down or tone up the negative/positive reporting.  

Thus, because our findings are solely based on qualitative data derived from interview, then out finding are 

biased and context dependent as well. Therefore, our finding a limited to the context of the research and 

cannot be applied as a general answer to our problem definition, but only an answer to our problem 

definition in the context oof our research. Despite this, our finding provides indications of the full picture 

and can provide with new perspectives to further research.  

The interview is based on semi-structure interview, however out interview guide is based on themes we 

have extracted from previous research on the topic of gender inequality and from our own reflections on 
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possible factors shaping women’s decision to become SAAs. In one perspective the fact that we have 

extracted our themes based on previous research means that our finding builds on top previous research 

and provide an uncovered perspective. In another perspective it limits our finding to stay withing the same 

mindsets and thoughts of structures as already exist in the researched area. We have aimed to reduce the 

limitation by making the interview semi-structures to make the respondents able to talk and interpret our 

questions as they like. However, our findings are to an extent biased by the general bias of researcher 

unconsciously aim to validate their own assumptions. 

The aim of this study is to understand what factors shape women’s decision to become SAAs placing our 

research in the field of gender research. Our research is based on the binary gender system, we are focused 

on the conditions of women in a system based on social interactions among men and women. The previous 

studies applied in our literature review and the theory of Bourdieu are both based on the binary gender 

system regarding gender as only “men and women”. The binary gender system originated from the 

biological differences of the sex. The binary gender identities are either a cisgendered or transgendered 

man or woman. Today a long range of non-binary understanding of genders have emerged. The new non-

binary understanding of gender includes a wider understanding of the genders than only female and male 

including gender variations in between female and male and different to both female and male. Thus, 

currently there is emerging a disruption of the old binary gender system in in favour of a new non-binary 

gender system (Danmark, u.d.). Therefore, one implication of our findings is that they are based on the 

binary gender system which according to the emergence of the non-binary system might not be scoping 

our subjects “female auditors” correct. Therefore, the factors we have found to explain the decision of 

female auditors’ decision to become SAAs are maybe biased because they are assumed to indicate what 

shapes the decision to become SAAs for the group of auditors born with a biologically female sex, but 

instead they might be explaining a certain type of “auditors” beyond the gender. 

Therefore, future research could bring new perspective to our findings by broaden the perception of 

gender in accordance with the non-binary gender system. Additionally, it could be interesting to 

understand how the current challenge of the auditing industry of recruit “women” to the top management 

positions in going to develop as the new non-binary system is being more established in society. Maybe it is 

the factor to changing the culture and the solution to the gender inequality issues? 

We chose the theoretical concepts of Bourdieu to frame our analysis which have implied certain qualities 

and implications to our findings. We chose Bourdieu because his theory is centred on the power dynamics 

in society, dynamics of genders and the connection between social practise of the individual in relations to 

the social structures in society including culture, norms and logics. Therefore, Bourdieu have contributed to 
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our finding by emphasising how the implicit and explicit social rules, cultures, norms, and logics can be a 

determining factor for social phenomena such as gender inequality. Further he addresses how the history 

of male dominance have been implanted in the underlying system in contemporary society conditioning 

and reinforcing certain gender dynamics. Therefore, Bourdieu have contributed to our findings by pointing 

out how the structuring of what seems to be “gender neutral” processes in fact can be determining for a 

certain gender distribution. One of the limitations of Bourdieu’s theory is a lack to consider and explain 

agency and social change. Thus, the theory of Bourdieu is applicable to investigate and understand the 

power distribution and social reproduction in society but is not necessarily adequate to explain change and 

individual variations. This implicates our finding because we assign the structures a great influence on why 

women become SAAs, but lack in focusing on the women’s power and ability to make a rational decision. 

Additionally, our use of Bourdieu limits our findings regarding explain social change and how to enforce 

social change. 
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11.0 Appendices 

Appendix A 

 

 

Forskningsspørgsmål/tema Spørgsmål Underspørgsmål

Indledende Kan du give en kort introduktion af dig selv?

Fortæl os om din nuværende stilling

SR uddannelsesforløb Hvordan er forløbet fra nyansat til SR?

Fortæl os om jeres uddannelsesforløb for SR 

kandidater

Påtager man sig ekstra/specifikke opgaver under SR forløb? 

(stor arbejdsbyrde/ansvarsbyrde)

Hvor lang en gennemsnitlig arbejdsuge i timer vil du vurdere 

en gennemsnitlig SR kandidat har?

Hvordan er jeres forventninger, krav og politikker i 

forhold til om en medarbejer skal tage SR?

Vil man gerne have at flere vælger at blive SR?

Er det jeres indtryk at de fleste nyansatte har 

intentioner om at tage SR eksamen?

Hvilken alder har kandidater typisk når de starter på SR 

forløb?

Er der særlige kendetegn ved dem der forfølger at 

blive SR og dem som ikke gør?

Hvad er udfordringerne for kandidaterne?

Hvad motiverer kandidaterne?

Er der en forskel i udfordringer og motivatorer for mænd og 

kvinder?

SR Hvad er en SR?

Oplever du en forskel på mandlige og kvindelige SR’er?

Forestillinger om en SR

Forklar hvilke kompetencer det kræver at blive SR? 

Både faglige og ikke faglige?

Medfølger der øget arbejds- og ansvarsbyrde ved at 

blive SR?

Hvor lang en gennemsnitlig arbejdsuge i timer vil du vurdere 

en gennemsnitlig SR har? (Mere eller mindre end før SR)

Hvilke gevinster opnås ved at tage en SR?

Fravalg Hvorfor vælger folk at blive SR?

Hvorfor vælger folk ikke at blive SR?

Hvornår sker fravalget af at blive SR?

Er det forskelligt for mænd og kvinder?

Hvordan er frafaldet for kandidater der er påbegyndt 

SR akademiet?

Respondentens syn på 

problemformuleringen

Hvad vurderer du at årsagen/årsagerne til at flere 

mænd end kvinder bliver SR?

Anser du det som et problem at der er færre kvinder 

der bliver SR?

Hvad kan man gøre for at ændre dette?

Company representative 1
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Appendix B 

 

 

Forskningsspørgsmål/tema Spørgsmål Underspørgsmål

Indledende Kan du give en kort introduktion af dig selv?

Stilling?

Hvor lang tid har du arbejdet her?

Ansættelsesprocedure og dennes 

indflydelse på fordeling af mænd og 

kvinder

Forklar om jeres rekrutteringsproces af de nyuddannede  

CMA'er? 

Hvordan er fordelingen af kvinder og mænd der starter i 

hos jer?

Fører i statistik på dette?

Har i en benchmark i ansætter efter? (f.eks. min 30% 

kvinder)

Opfordrer i kvinder specifikt til at ansøge i jeres jobopslag 

eller lignende ?

Er der specifikke tiltag for at have en lige kønsfordeling?

Er der specifikke tiltag for at have en divers 

medarbejdersammensætning?

SR forløb Hvordan er forløbet fra nyansat til SR?

Hvilken alder har kandidater typisk når de starter på SR 

forløb?

Hvordan er jeres forventninger, krav og politikker i 

forhold til om en medarbejer skal tage SR?

Vil man gerne have at flere tager eksamen?

Er det jeres indtryk at de fleste nyansatte har intentioner 

om at tage SR eksamen?

Forestillinger om en SR

Forklar hvilke kompetencer det kræver at blive SR? Både 

faglige og ikke faglige?

Påtager man sig ekstra/specifikke opgaver under SR 

forløb? (stor arbejdsbyrde/ansvarsbyrde)

Hvor lang en gennemsnitlig arbejdsuge i timer vil du 

vurdere en gennemsnitlig SR kandidat har?

Er der særlige kendetegn ved dem der forfølger at blive 

SR og dem som ikke gør?

Oplever du en forskel på mandlige og kvindelige SR’er?

Medfølger der øget arbejds- og ansvarsbyrde ved at blive 

SR?

Hvor lang en gennemsnitlig arbejdsuge i timer vil du 

vurdere en gennemsnitlig SR har? (Mere eller mindre end 

før SR)

Hvilke gevinster opnås ved at tage en SR? (Højere løn, 

prestige?, bedre arbejdsvilkar?)

Fastholdelse og fordeling af mænd og 

kvinder

Din bedste og umiddeltbare vurdering, hvad er årsagen til 

at revisorer siger op?

Er der en forskel på mænd og kvinder?

Hvad gør I for at holde på medarbejdere?

Er der en forskel på mænd og kvinder?

Hvad vurderer I at årsagen er til at flere mænd end 

kvinder vælger SR?

Anser I det som et problem at der er færre kvinder der 

bliver SR?

Hvordan oplever i arbejdsmiljøet? Hvordan tilrettelægges medarbejdernes arbejdstid?

Findes der sociale tiltag på arbejdspladsen?

Hvordan er de fysiske rammer? (noget ekstra: 

hæve/sænkeborde, sofa under barsel etc.)

Hvordan er barselsvilkårene hos jer?

Har I mentorprogrammer og uddannelsesforløb for 

medarbejdere?

Noget specifikt for nyansatte?

SR forløb

Yderligere

Er der et opmærksomhedspunkt i fordelingen af mænd 

og kvinder som tager SR eksamen, du mener vi ikke har 

berørt?

Company representative 2
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Appendix C 

 

Forskningsspørgsmål/tema Spørgsmål Underspørgsmål

Indledende Kan du give en kort introduktion af dig selv?

Hvilke overvejelser har respondenten 

om sit arbejdsliv (karriere) nu og i 

fremtiden? Fortæl os om din uddannelsesbaggrund

Hvorfor valgte du revision?

Fortæl os om din nuværende stilling

Hvorfor arbejder du på denne arbejdsplads?

Hvor længe har du arbejdet her?

Har du arbejdet andre steder før?

Hvis ja hvor henne og hvor længe?

Fortæl os om dine arbejdsopgaver

Eksempler på gode opgaver og dårlige opagver 

Hvad motiverer dig?

Hvad anser du som en udfordring?

Er det dit ønske at fortsætte med at sidde med denne slags opgaver 

Hvordan vil du have at dine arbejdsopgaver udvikler sig over tid 

Er din plan at blive SR?

Hvorfor?

Hvis nej hvad er så dine tanker om din fremtid?

Har du mødt statsautoriserede revisorer som har inspireret dig 

og/eller du har kunnet spejle dig i?

Hvis ja: hvad fandt du inspirerende ved dem eller deres historie?

Anerkendelse og 

præstationsvurdering

Hvordan oplever du interessen og ankerkendelsen af de opgaver du 

laver?

Får du feedback på kvaliteten og værdien af dit arbejde?

Føler du dig dig værdsat på din arbejdsplads?

Hvad er det for nogle ting der gør at du føler dig værdsat?

Hvordan mærker du om lederne er glade for dig eller ej?

Ved du hvornår du har gjort et godt stykke arbejde? 

Har i performancesamtaler?

Hvis ja, fortæl om performancekriterierne?

Er de fair?

Har i belønningssystemer? (fx bonus)

Forestillinger om SR Oplever du en forventning til at du skal blive SR?

Forklar hvilke kompetencer det kræver at blive SR? Både faglige og 

ikke faglige?

Forestiller du dig at man påtager sig ekstra/specifikke opgaver under 

SR forløb?

Er der særlige kendetegn ved dem der forfølger det at blive SR og 

dem som ikke gør?

Oplever du en forskel på mandlige og kvindelige SR’er?

Forestiller du dig at der som SR, medfølger en øget arbejds- og 

ansvarsbyrde?

Hvilke gevinster opnås ved at tage en SR? (Højere løn, prestige?, 

bedre arbejdsvilkar?)

Familielivet som en faktor Har du børn?

Hvis ja hvor mange og hvad alder?

Hvornår fik du børn. (Fx under eller efter studie)?

Har du en partner?

Hvis ja hvad beskæftiger denne sig med?

Hvem arbejder flest timer af dig og din partner?

Fortæl om fordelingen af praktiske opgaver i hjemmet

Hvem gør rent?

Hvem vasker tøj?

Hvem handler ind?

Hvem laver aftensmad?

Hvis I har børn hvem henter og bringer?

Hvem laver madpakker? 

Hvem hjælper med lektier?

Tog du barsel?

Hvor længe? 

Hvis du har en partner, hvordan fordelte i barslen imellem jer?

Ændrede dine prioriteter sig efter du fik børn?

Har det haft nogen indflydelse på din intention om at blive SR eller 

om ikke at blive SR?

Arbejdsmiljøet som en faktor 

(Fleksibilitet, konkurrence, stemning)

Hvordan vil du beskrive arbejdsmiljøet på din arbejdsplads? (Fx 

Konkurrencepræget, Samarbejdsbåret Etc.)

Hvordan tilrettelægges din arbejdstid? (ansat på flekstid, løn for 

overarbejde etc.)

Hvad tid møder du typisk ind på arbejde?

Hvad tid går du typisk fra arbejde?

Rejser du meget rundt med arbejdet?

Hvordan er relationen til dine kollegaer?

Oplever du udfordringer eller fordele ved at være kvinde i 

revisionsbranchen?

Ledelse Fortæl om den lederskab du oplever i firmaet?

Hvad sætter du pris på ved lederskab? 

Hvad kan du ikke lide?

Hvor tæt samarbejder du med din nærmeste leder?

Respondentens syn på 

problemformuleringen

Hvad vurderer du at årsagen er til at flere mænd end kvinder bliver 

SR?

Anser du det som et problem at der er færre kvinder der bliver SR?

Hvad kan man gøre for at ændre dette?

Auditors
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Appendix D 

 

Forskningsspørgsmål/tema Spørgsmål Underspørgsmål

Indledende Kan du give en kort introduktion af dig selv?

Hvilke overvejelser har respondenten 

om sit arbejdsliv (karriere) nu og i 

fremtiden? Fortæl os om din uddannelsesbaggrund

Hvorfor valgte du revision?

Fortæl os om din nuværende stilling

Hvorfor arbejder du på denne arbejdsplads?

Hvor længe har du arbejdet her?

Har du arbejdet andre steder før?

Hvis ja hvor henne og hvor længe?

Fortæl os om dine arbejdsopgaver

Eksempler på gode opgaver og dårlige opagver 

Hvad motiverer dig?

Hvad anser du som en udfordring?

Er det dit ønske at fortsætte med at sidde med denne slags opgaver 

Hvordan vil du have at dine arbejdsopgaver udvikler sig over tid 

Var det oprindeligt din plan at blive SR?

Hvorfor?

Hvad er årsagen til at du har valgt at blive SR?

Før du selv blev SR har du så mødt statsautoriserede revisorer som 

har inspireret dig og/eller du har kunnet spejle dig i?

Hvis ja: hvad fandt du inspirerende ved dem eller deres historie?

Anerkendelse og 

præstationsvurdering

Hvordan oplever du interessen og anerkendelsen af de opgaver du 

laver?

Får du feedback på kvaliteten og værdien af dit arbejde?

Føler du dig dig værdsat på din arbejdsplads?

Hvad er det for nogle ting der gør at du føler dig værdsat?

Hvordan mærker du om dem du refererer til er glade for dig eller ej?

Ved du hvornår du har gjort et godt stykke arbejde? 

Har i performancesamtaler?

Hvis ja, fortæl om performancekriterierne?

Er de fair?

Har i belønningssystemer? 

Forestillinger om SR forløb Oplevede du en forventning til at du skulle blive SR?

Levede dine forestillinger om SR forløbet op til realiteten

Kan du fortælle om SR forløbet

Påtager man sig ekstra/specifikke opgaver under SR forløb?

Er der særlige kendetegn ved dem der forfølger det at blive SR og 

dem som ikke gør?

Forestillinger om SR Levede dine forestillinger om at det at blive SR op til realiteten

Forklar hvilke kompetencer det kræver at blive SR? Både faglige og 

ikke faglige?

Oplever du en forskel på mandlige og kvindelige SR’er?

Hvordan har dit arbejdsliv ændret sig nu du er SR

Medfølger der en øget arbejds- og ansvarsbyrde som SR?

Hvilke gevinster opnås ved at blive SR?

Familielivet som en faktor

Giver dit arbejde som SR nogen udfordringer i forhold til at 

kombinere fritid og arbejdsliv?

Hvordan får du fritids- og arbejdsliv til at hænge sammen?

Har du børn?

Hvis ja hvor mange og hvad alder?

Hvornår fik du børn. (Fx under eller efter studie)?

Har du en partner?

Hvis ja hvad beskæftiger denne sig med?

Hvem arbejder flest timer af dig og din partner?

Fortæl om fordelingen af praktiske opgaver i hjemmet

Hvem gør rent?

Hvem vasker tøj?

Hvem handler ind?

Hvem laver aftensmad?

Hvis I har børn hvem henter og bringer?

Hvem laver madpakker? 

Hvem hjælper med lektier?

Tog du barsel?

Hvor længe? 

Hvis du har en partner, hvordan fordelte i barslen imellem jer?

Ændrede dine prioriteter sig efter du fik børn?

Har det haft nogen indflydelse på din intention om at blive SR?

Arbejdsmiljøet som en faktor 

(Fleksibilitet, konkurrence, stemning) Hvordan vil du beskrive arbejdsmiljøet på din arbejdsplads?

Hvordan tilrettelægges din arbejdstid?

Hvad tid møder du typisk ind på arbejde?

Hvad tid går du typisk fra arbejde?

Rejser du meget rundt med arbejdet?

Hvordan er relationen til dine kollegaer?

Oplever du udfordringer eller fordele ved at være kvinde i 

revisionsbranchen?

Ledelse Fortæl om det lederskab du oplever i firmaet?

Hvad sætter du pris på ved lederskab? 

Hvad kan du ikke lide?

Hvor tæt samarbejder du med din nærmeste leder?

Respondentens syn på 

problemformuleringen

Hvad vurderer du at årsagen er til at flere mænd end kvinder bliver 

SR?

Anser du det som et problem at der er færre kvinder der bliver SR?

Hvad kan man gøre for at ændre dette?

State authorised auditors
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Appendix E 

 

Forskningsspørgsmål/tema Spørgsmål Underspørgsmål

Indledende Kan du give en kort introduktion af dig selv?Hvilke overvejelser har respondenten 

om sit arbejdsliv (karriere) nu og i Fortæl os om din uddannelsesbaggrund

Hvorfor valgte du revision?

Fortæl os om din nuværende stilling

Fortæl os om din tidligere stilling

Hvor længe har du arbejdet her?

Hvad er årsagen til at du valgte denne arbejdsplads?

Hvad er årsagen til at du skiftede arbejdsplads

Fortæl os om dine arbejdsopgaver

Eksempler på gode opgaver og dårlige opagver 

Hvad motiverer dig?

Hvad anser du som en udfordring?

Er det dit ønske at fortsætte med at sidde med denne slags opgaver 

Hordan adskilte de arbejdsopgaver du sad med tidligere sig fra 

nuværende?

Hvordan vil du have at dine arbejdsopgaver udvikler sig over tid 

Anerkendelse og 

præstationsvurdering

Hvordan oplever du interessen og ankerkendelsen af de opgaver du 

laver?

Får du feedback på kvaliteten og værdien af dit arbejde?

Føler du dig dig værdsat på din arbejdsplads?

Hvad er det for nogle ting der gør at du føler dig værdsat?

Hvordan mærker du om lederne er glade for dig eller ej?

Ved du hvornår du har gjort et godt stykke arbejde? 

Har din nuværende arbejdsplads performancesamtaler?

Hvis ja, fortæl om performancekriterierne?

Er de fair?

Kan du sammenligne med hvordan performancesamtaler var på din 

tidligere arbejdsplads?

Forestillinger om SR Er din plan at blive SR?

Hvorfor?

Hvis nej hvad er så dine tanker om din fremtid?

Har det tidligere været din plan at blive SR

Oplever/har du oplevet du en forventning til at du skal blive SR?

Har du mødt statsautoriserede revisorer som har inspireret dig 

og/eller du har kunnet spejle dig i?

Hvis ja: hvad fandt du inspirerende ved dem eller deres historie?

Forklar hvilke kompetencer det kræver at blive SR? Både faglige og 

ikke faglige?

Forestiller du dig at man påtager sig ekstra/specifikke opgaver under 

SR forløb?

Er der særlige kendetegn ved dem der forfølger det at blive SR og 

dem som ikke gør?

Oplever du en forskel på mandlige og kvindelige SR’er?

Forestiller du dig at der som SR, medfølger en øget arbejds- og 

ansvarsbyrde?

Hvilke gevinster opnås ved at tage en SR? (Højere løn, prestige?, 

bedre arbejdsvilkar?)

Familielivet som en faktor Har du børn?

Hvis ja hvor mange og hvad alder?

Hvornår i din karriere fik du børn?

Har du en partner?

Hvis ja hvad beskæftiger denne sig med?

Hvem arbejder flest timer af dig og din partner?

Fortæl om fordelingen af praktiske opgaver i hjemmet

Hvem gør rent?

Hvem vasker tøj?

Hvem handler ind?

Hvem laver aftensmad?

Hvis I har børn hvem henter og bringer?

Hvem laver madpakker? 

Hvem hjælper med lektier?

Tog du barsel?

Hvor længe? 

Hvis du har en partner, hvordan fordelte i barslen imellem jer?

Ændrede dine prioriteter sig efter du fik børn?

Har det haft nogen indflydelse på din intention om at blive SR eller 

om ikke at blive SR?

Arbejdsmiljøet som en faktor 

(Fleksibilitet, konkurrence, stemning)

Hvordan vil du beskrive arbejdsmiljøet på din nuværende og tidligere 

arbejdsplads? (Fx Konkurrencepræget, Samarbejdsbåret Etc.)

Hvordan tilrettelægges din arbejdstid? (ansat på flekstid, løn for 

overarbejde etc.)

Hvad tid møder du typisk ind på arbejde?

Hvad tid går du typisk fra arbejde?

Rejser du meget rundt med arbejdet?

Hvordan adskiller arbejdstiden sig fra din tidligere arbjedsplads

Hvordan er relationen til dine kollegaer?

Oplever du udfordringer eller fordele ved at være kvinde i 

revisionsbranchen?

Ledelse Fortæl om den lederskab du oplever i firmaet?

Hvad sætter du pris på ved lederskab? 

Hvad kan du ikke lide?

Hvor tæt samarbejder du med din nærmeste leder?

Respondentens syn på 

problemformuleringen

Hvad vurderer du at årsagen er til at flere mænd end kvinder bliver 

SR?

Anser du det som et problem at der er færre kvinder der bliver SR?

Hvad kan man gøre for at ændre dette?

Auditors who left the industry
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Appendix F 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Forskningsspørgsmål/tema Spørgsmål Underspørgsmål

Indledende Kan du give en kort introduktion af dig selv?

SR Hvad er en SR?

SR academy Hvordan oplever du forløbet fra CMA til SR?

Fortæl os om SR Acaddemy 

Er der særlige kendetegn ved dem der forfølger det at blive SR og 

dem som ikke gør?

Hvad er udfordringerne for kandidaterne?

Hvad motiverer kandidaterne til at blive SR?

Hvorfor vælger folk at blive SR? Hvorfor vælger folk ikke at blive SR?

Frafald/fravalg Hvornår sker fravalget af at blive SR?

Er det forskelligt for mænd og kvinder?

Hvordan er frafald for kandidater der er påbegyndt SR akademiet?

Respondentens syn på 

problemformuleringen

Hvad vurderer du at årsagen er til at flere mænd end kvinder bliver 

SR?

Anser du det som et problem at der er færre kvinder der bliver SR?

Hvad kan man gøre for at ændre dette?

Expert
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Appendix G 
Danish version of quotations 

 

Number Respondent Danish version

#1
A1

"Det er jo, foruroligende få mennesker der bliver statsautoriserede revisorer også i forhold til 

hvem der bliver pensioneret, og hvordan de vil gøre det her i fremtiden.”

#2

CR1

"… branchen har en massiv udfordring på at få for få indenfor de næste ti år fordi de alle 

sammen går på pension (…) vi kommer til at mangle et par tusinde autoriserede revisorer om ti 

år (…) Og så vil der bare være færre partnere og SR til at skrive. At det giver jo nogle helt andre 

#3

CR2

”Jeg holder en god andel exit interviews. Jeg tror Work/Life balance. Der er for meget arbejde. 

Jeg tror revisorer generelt gerne vil arbejde mere, men de vil måske bare ikke arbejde så meget 

mere som det kræves her i branchen og i så lang en periode.”

#4

A4

” man bruger husene som uddannelsesinstitutioner ikke. Fordi så er du der til og med HD eller til 

og med cand.merc.en eller du er der til og med SR, eller en eller anden milepæl hvor du siger at 

nu har jeg det sæt kompetencer jeg har brug  for, for at komme til det næste step…”.

#5 A1 ”men jeg har jo valgt revision ud fra at jeg jo generelt altid har trivedes fint i mandsdominerede 

#6 A3 ”…Øhm, og det at navigere rundt i en mandeverden og alt det der, det kan også godt nogle 

#7

A4

”… jeg tror han synes, han synes det er lidt et hårdt job altså sådan for hans lille pige. Og altså 

det er det også, med mange arbejdstimer og meget sæson. Og ja. Det, jeg tror det er det 

primære. Det er at han synes det er et hårdt arbejde ikke."

#8

A4

”…jeg er vokset op i øh mandemiljøer i høj grad, jeg har en del øh, drengegrupper så og sige så 

det er jeg vant til (...) Og jeg synes ikke at jeg bliver set ned på eller noget fordi jeg f.eks. er den 

eneste kvinde i et eller andet forum altså der synes jeg at gennem årene der har man vist sit 

værd og så bliver man set på som, lige som alle mulige anden…”

#9

A1

”… det gør noget sundt for en kultur at du ikke lige pludselig har en revisionsvirksomhed der 

styres af midaldrende mænd. Man har jo lyst til at sige midaldrende hvide mænd ikke. Det er jo 

en særlig kultur og det giver især et problem med generationskløfterne især…”

#10

A2

”…Og man kan mærke at dem der starter nu, gider ikke arbejde hele tiden. Problemet er bare at 

partnere og managers der sidder helt oppe på toppen, tror stadig at vi arbejder 70 + timer om 

ugen, så de vil ikke rigtig slække på hvordan vi planlægger, så det er en transaktionsperiode lige 

#11
A10

"Der er nogle af de ældre generationer af revisorer der tænker at meget arbejde gør dig til en 

god medarbejder, men det synes jeg er bullshit og jeg kan også se at jeg arbejder lidt anderledes 

#12

CR2

”Men der er omkring manager niveau at man begynder at gå i gang med det alt efter om man 

har tid og lyst. Det er ikke skåret i sten men ofte er det for at kunne blive senior manager at man 

forventer at man er SR for at kunne skrive under.”.

#13

A2

”For der er en grænse for, at du kan gå hertil og ikke længere, hvis man ikke læser SR. Det punkt 

rammer jeg snart, og skal jeg finde noget andet ude i erhvervslivet som de fleste gør når de er 

her og ikke læser videre? Jeg kunne godt tænke på at blive her og skabe noget andet, men nu må 

#14

A2

”Jeg oplever der måske er mere konkurrence i forhold til SR. Det har måske en lille snert af 

misundelse fordi der er nogen der skal være her rigtig mange år, for at komme på SR studiet, og 

nogle kan starte efter få år. Det har noget med uddannelsesbaggrund at gøre og hvordan man 

#15

A7

”… der var ingen der havde oplevet det indtil jeg selv sagde at jeg havde oplevet det, så var der 

sjovt nok masser der også havde oplevet det. (…) jeg har turde at dele ud af de udfordringer jeg 

har oplevet i forhold til den måde der er blevet talt til mig. (…) Det er hierarkiet der gør at det er 

svært at sige fra og fordi dem man siger fra overfor også er dem der skal rate en og have 

#16

CR1

”Altså jeg oplever det faktisk ikke, det er jo meget interessant. Jeg oplever (..) ikke at vi har en 

hård tone herinde. Der er en hård, der er en høj performance (…) og det gør jo selvfølgelig at 

tingene kan gå hurtigt, men det er ikke nødvendigvis som en hård tone…”

#17
A8

 ”Min arbejdstid er meget drevet af kunderne og de opgaver (…) hvis der kører en børsnotering 

lige nu så tager den en del af min tid og kommer også til at gøre at jeg ikke nødvendigvis kan 

#18

A4

"Og historisk så kan jeg også huske op igennem systemet, der var det hele tiden en afvejning af 

at hvis du siger ja til noget, så får du en spændende opgave ikke, hvis du så siger nej så får du 

ikke en spændende opgave og så får du heller ikke den spændende opgave nummer to og 

#19

A3

"Altså vi er afhængige af at der er folk der vil lægge mange timer fordi at medarbejderstaben 

nok ikke øh, ud fra en 37 timers øh tankegang ikke ville kunne opnå eller kunne nå at lave de 

opgaver vi har. Så at vi er afhængige at der er nogen der vil lægge overarbejde."

#20
A2

"Et kæmpe sammenhold som jeg tror delvis også bliver skabt i den tid vi lægger. Vi sidder på 

teams og knokler og skal i mål samtidig og det også at folk gider blive her."
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#21
A3

"folk de godt ved at man skal lykkedes som hold for ellers er der ikke nogen som lykkedes. Altså. 

Så helt klart en meget større fællesskabsånd.   

#22 A2

”En ting der irriterer mig en lille smule ved revisionsbranchen er at du bliver leder hvis du er en 

god revisor og ikke hvis du er en god leder…”

#23 A3

”… bare fordi man får en statsautoriseret revisoreksamen så er man jo ikke nødvendigvis en god 

leder. Og det har jo i rigtig mange år været en baggrund der var for at du blev leder, det var at 

du havde bestået din statsautoriserede revisoreksamen, så bliver du partner og så er du jo 

ligesom leder over dem der arbejder for dig…”

#24 A1

"Det er meget autodidakt. Og det er det jo også bare det at være manager og skulle styre et 

team, det er autodidakt læring. Og så er der nogen som har flair for det og der er nogle der ikke 

har. Og der sidder nogle rundt omkring der ikke kommer så langt heller fordi de simpelthen har 

så få people skills. Øhm og empati at det simpelthen er et benspænd for dem selv.”

#25 A4

”Og på den måde er det lidt en ærgerlig eksamen ikke, fordi de kan være meget bedre revisorer 

end mig men fordi jeg lige har nemt ved at skrive, jamen så kommer jeg måske lige lidt nemmere 

igennem fordi det lyder klogt men indholdet er sikkert ikke halvt så godt som ham den andens.”

#26

A5

"Eksaminerne er rimelig hardcore. Til den mundtlige skal du bare have alt i hovedet og man ikke 

hvad man kommer op i. Der er mange forskellige regler man skal overholde. Det har du måske 

lært når man har været revisor i 10 år, men der rigtig meget du skal lære udover det. Du skal 

have en stor faglig viden. Rent personligt skal du have stædighed for at blive SR. Man skal også 

have is i maven og sige det er bare arbejde, ellers tror jeg man bliver kørt helt over, for der er 

#27 A5

"Føler du dig værdsat?" "Nogen gange. Somme tider sidder man ret sent om aftenen og tænker, 

hvad filen laver jeg, der er jo ingen der kommer og roser."

#28 CR2 "Vi prøver at arbejde med mentaliteten om at du ikke kun er dygtig hvis du er high performer."

#29 CR2 "vi kører meget feedback kultur så meget som muligt, hvilket er svært at få dem til i en travl 

#30 A3

"Og øhm, så skal vi følge det op på det feedback, og det er også noget af det som for mig er 

rigtig vigtigt øhm, fordi det er jo den eneste måde i min verden at man udvikler sig på."

#31

A7

”Altså de fleste SR’er der er i min afdeling er mænd. Og selvfølgelig kan jeg godt spejle mig i 

deres faglighed, men jeg kan ikke spejle mig det faktum at jeg er en kvinde og jeg har et barn, 

så på den måde har jeg ikke set nogen med samme forudsætninger komme igennem en SR,…”

#32 A4

"Om der er nogle enkelte som har specifikt inspireret mig, øhm, det tror jeg mere har været på 

nogle sådan, kompetencer. En er skide god til mennesker, en er skide god til nysalg, en er skide 

god til altså op og holde taler altså det har ikke sådan været nødvendigvis SR i sig selv. Det har 

#33 CR1

"Den refleksion omkring hvad er det for et liv jeg vil leve. Hvor vi jo historisk der har vi jo haft 

flere mænd, undskyld mig, kynisk betragtet som synes det var fint at arbejde firs timer  om ugen. 

Og som havde en kone derhjemme, som. Det ved jeg godt, det tror man stadigvæk ikke, i, når 

man bor i København at man har. Men der er jo stadig familier der lever et liv hvor det er 

#34 A4

"Ulemper, øh. Det er jeg ikke den helt rette til at svare på fordi at jeg i min hverden, og det 

sagde jeg også til hende her HR kollega der satte mig op med jer, i min verden har jeg bare 

været en mand  i ---. Altså de har ikke taget særlige hensyn til mig. Fordi jeg er, mest bare har 

ageret som de har været vant til og gået på kompromis med min fritid. Så øhm, jeg har ikke 

været ret svært at have med at gøre.  Der tror jeg i får bedre indsigts fra dem der har været 

#35 A1

"Så de var måske lidt mere i forhold til kasserne og i forhold til hvordan man kunne komme op ad 

karrierestigen. Og ikke så meget til lige at rumme det hele. Og lige lægge mærke til at der lige 

var en som gik derover og var lidt ked af det."

#36 A3

"kvinder og mænd er bare ikke samme støbning, og det er, i min verden er, og det ændrer sig jo 

også hele tiden, men far og mor er heller ikke den samme rolle, og jeg tror bare at øh, mange 

kvinder har meget, bruger meget energi på og være en god mor, og en god hustru og en god 

medarbejder og en god kvinde der gør noget godt for sig selv og husker at træne og spise 

ordentligt og, vi har nogle helt andre krav til os selv end mænd de har. Er min opfattelse, nu er 

#37 A3

"Ja udfordringer der tænker jeg i forhold til den her med respekten både nogle gange i forhold til 

kollegaer som jeg heldigvis synes er blevet meget bedre med årene. Men jeg har da også kunder 

der er old fashioned, altså. Der som, det at jeg kommer som kvinde og fortæller hvordan skabet 

det skal stå det, det er der bare stadigvæk mænd der har svært ved at håndtere. Øhm, og så 

#38 A4

"Altså så, altså hvis man skal være helt kold og kynisk, hvis der stod en mand og en kvinde, lige 

gode kandidater på alle andre parametre så havde --- valgt en kvinde. Altså det er jeg ikke i tvivl 

#39 A4 "At statsautoriseret er ikke løsningen på alting. Fordi det skræmmer tit folk væk."

#40 A4 "At nu kan man godt blive udnævnt. Altså det er stadig mere undtagelsen end reglen at man 
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#41 A2

"På CBS oplevede jeg meget en forventning. Alle os der var ambitiøse på studiet skulle 

selvfølgelig være SR. Herinde oplever jeg ikke den samme forventning, men jeg tror jeg vil 

opleve den om 1 til 2 år. Der er en forventning om at man begynder at tage stilling nu."

#42 A3

"...har altså siden jeg var 7 eller 13 år gammel vidst jeg skulle være revisor og har vidst at jeg 

skulle være statsautoriseret revisor og have mit eget revisionsselskab, og det hele, måske en lille 

urealistisk men øhm det var den vej jeg skulle."

#43 A1

"Og noget af det der motiverer mig, og nok mange af dem der læser til statsautoriseret det er at 

man godt kan lide at rykke sig fagligt og blive ved med at lære nyt."

#44 A2

"På Studiet kunne jeg ikke forstå hvorfor man ikke skulle gå efter en SR, som er det ultimative. 

Jeg kan se hvor meget dem der læser til SR i firmaet knokler, og vi har mange timer i forvejen. 

Dem der læser til SR har ikke færre timer, de har bare uddannelsen ved siden af eller oveni."

#45 A9

"Så jeg prøver at undgå at snakke om begrebet work/life balance fordi jeg synes ikke man kan 

opdele work og life på den sort/hvide måde."

#46 A5

"Men vi har en aftale med at jeg skal ned på mindre end de 70 timer, for det kan jeg ikke 

samtidig med 2 børn. Det har jeg ikke lyst til, så vi prøver at skære ned i min kunde portefølje, så 

der er færre kunder som jeg kan fokusere på. Men der vil være spidsbelastninger hvor man må 

#47 A2 "Jeg er ikke revisor for ikke at være andet. Jeg er også et menneske."

#48 A3 "Det kan godt være svært at sige at man går klokken tre og skal hente børn."

#49 A4

"Fordi vi har mange hos os, så skal de enten hente eller aflevere og så er det jo bare skåret i sten 

hvordan arbejdslivet ser ud."

#50 A1

"Jeg tror det her med barslen, noget af det der jo ligesom har været den der øjenåbner det er at 

hver gang der er nogen der kommer tilbage fra barsel, det kan godt være de bliver et år eller to 

men det ligner det sætter karrieren i stå."

#51 A1

"Det, og det liv man lever hænger ikke sammen med at få en familie. Øhm, der er simpelthen for 

mange der, øh, der ikke vender rigtigt tilbage eller kommer tilbage efter barsel og så smutter. 

Og vi har jo alle sammen siddet og se på det der ske gang efter gang og det er ikke inspirerende 

#52 CR1

"Vi så prøver at lave de initiativer der skal til for at det er attraktivt for alle. Om det så er jeg er 

mand og gerne vil arbejde 40 timer om ugen, eller om jeg er kvinder og vil arbejde 20 eller 80. Så 

skal der være mulighed for begge dele."

#53 A5

"Det er også meget fleksibelt, for hvis man arbejder 50-60 timer om ugen og så skal gå tidligt en 

dag (fx til fodboldafslutning) er det acceptabelt."

#54 A4

"Jeg tror en udfordring i mit arbejde er at finde balance i tingene. Altså at øh, at få valgt til og 

fra. I hvert fald lige som tingene er nu og som markederne er nu, så er der uendeligt mange 

opgaver. Så for mig har det i hvert fald altid været en udfordring at få balanceret at man ikke 

tager flere opgaver ind, end man kan gabe over. I forhold til frygten for at arbejde sig selv ihjel. 

#55 A3

"Men der er ingen tvivl om at hvis du spørger mig så er mine prioriteringer klart mine børn men 

om det altid også er det jeg gør i realiteten. Det er jeg ikke sikker på. … Nu er de heldigvis ikke 

så gamle at de sådan kan helt sætte ord på det men det tror jeg da at de ville synes at de nogle 

gange bliver tilsidesat og der for tit bliver læst mails og håndteret telefonopkald når vi er gået 

#56 CR1

"Det er jo så, kynisk sådan historisk, lad os sige 10 år, 15 år siden så var man måske mere sådan 

tough luck, det må du bare tage on top of what you do. Og der tror jeg sådan med rimelig ro i 

maven at jeg kan sige. Der er vi ikke længere. Der er det egentlig vores forbandede pligt at have 

drøftelsen med vores medarbejdere, og sige hvad er det du lader være med at lave."

#57 A1

"Det er præcis samme årsag som hvis du tager diskussionen om hvorfor der ikke sidder nok 

kvinder på ledelsesgangen."

#58 A4

"Jeg tror det er den ene del, det er manglende rollemodeller hvor man ikke har nogle hvor man 

siger jamen det er faktisk muligt at være kvinde, og være succesfuld og have et balanceret 

#59 CR1

"Så der er for mange der er partner på den samme måde. Som der er en overrepræsentation af 

vores medarbejdere, både kvinder og mænd, som siger hmm, det er ikke nødvendigvis 

#60 A2

"Og til sidst tror jeg også at vi kvinder ikke er så gode til at tro på os selv, vi ser mere på de ting 

vi kunne blive bedre til i stedet på at se på ting vi er rigtig gode til."
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#61 A3

"Altså jeg tænker at det har noget med det her at få børn, altså jeg tænker der er den store 

faktor i det, det er familieliv. At man som kvinde har svært ved og se hvordan man får det til at 

#62 A1

"Det, og det liv man lever hænger ikke sammen med at få en familie. Øhm, der er simpelthen 

for mange der, øh, der ikke vender rigtigt tilbage eller kommer tilbage efter barsel og så 

#63 A2

"Man skal ikke undervurdere, at det er i den alder hvor man skal til at have børn, eller stifte 

familie, og det er minimum 2 år du binder dig til at have rigtig travlt."

#64 A10

"Jeg tror at kvinder godt kan have en tendens til at springe fra fordi de ser en branche hvor der 

bliver arbejdet rigtig, rigtig meget, og det er ikke foreneligt med det familieliv de gerne vil have., 

og det tror jeg også er med til at få dem til at stoppe og søge ud af branchen."

#65 A2

"Jeg tror også kvinder mere tænker igennem hvad de siger farvel til hvis de skal bruge så mange 

timer på en SR uddannelse."

#66 A3

"Men fra at topledelsen de udtaler det her så kan man jo ikke forvente at der går en måned og 

så er det ligesom på plads. Det tænker jeg bliver en lang rejse for branchen og ændre den 

#67 A3

"Hvis man havde, og jo flere kvinder man havde i ledelsen jo mere fokus havde man også på 

andre kompetencer. Fordi selvom alle jo godt kan sidde og sige at de kvindelige kompetencer de 

er vigtige, hvis ni ud af ti af dem der sidder og snakker om det er mænd. Så tror jeg i sidste ende 

ikke at man forstår det alligevel. Ikke tilstrækkeligt i hvert fald."

#68 A1

"Altså det er jo ikke anderledes end at det kunne være at ledelsen så anderledes ud. Hvis, og at 

der måske var et lidt andet fokus hvis der sad flere kvinder i toppen og var med til at tegne 

linjen. I stedet for alle de her mænd. … diversitet er nødvendigt for at tingene nok udvikler sig og 

nok rummer sig lidt mere hele vejen rundt. Hvis der sad flere kvinder i toppen var der nok også 

flere der blev inspireret til og at det var muligt og have en familie og hente børn klokken 16."

#69 A5

"Det ville selvfølgelig være bedre hvis det var halvt af hver, men jeg synes ikke det gør noget for 

arbejdet. Bortset for det nok er nemmere for kvinder at forstå at man er nødt til at lade være 

med at bruge så meget tid hvis man har familie og børn."

#70 A4

"Ret beset er det jo ikke så mange timer af min dagligdag hvor jeg har, hvor jeg lige 

nødvendigvis har brug for at være statsautoriseret revisor."

#71 A4

"Jeg ved at en kollega hun stoppede hos os, hun kom først ud på den anden side som controller, 

men er nu kommet i et lille revisionshus, og har fået tilbudt at hun kan bruge hver fredag på SR 

studiet. Det tilbyder vi slet ikke.  Men bare for at sige, det er virkelig en konkurrence parameter 

for hende at hun kan få den fleksibilitet at hun er sikret at en dag bliver holdt fri til at hun kan 

#72 A5

"Hvis der ikke var så meget pres på revisionshusene, fx hvis der var flere medarbejdere, kan det 

godt være der var flere kvinder der ville læse til SR."


