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Appendix A: Interview Schedule
1. Could you please briefly describe your career history to date?

a. What are your career goals?
b. Have you worked in other organisations or industries? What prompted you to leave these

organisations or other industries?
c. Have you had any career breaks? If so, why?
d. Have you ever changed your employment status, such as from full-time to part-time or

casual work etc?

2. What are your career aspirations/goals? HaN e these changed over time and do you anticipate
them changing in the future? Why?

3. In your own words, how would you describe a successful career? Has this definition changed
over the course of your life, and do you anticipate it to change in the future? Why?

4. What factors if any, have impeded or encouraged your career development? Was the influence
positive or negative?
a. Has planning, or the prospect of planning for a family influenced decisions about your

career?
b. Have your parents, family or significant others had any influence on the decisions you have

made about your career? If so, how?

5. Have you previously, or do you currently have access to an informal or formal me storing
system inside or outside your organisation, ani has this influenced your career developmc nt?

6. Have you previously, or do you currently belong to a formal or informal network inside or
outside your organisation, and has this influenced your career development?

7. What does your current or previous organisation do, or what is it about your current or previous
organisation that has had an influence on your career development? Such as, performance
reviews, working hours, organisational culture, opportunities for training and development,
organisational politics?

8. Are there any actions the organisation could take to further assist you in your career planning
and development?

9. Do you think the responsibility for managing a career rests with the individual, the organ .sation,
or a combination of both?

10. Do you think men and women have equal opportunities for career development

11. What were the critical success factors in your career?

12. Are you satisfied with your career to date?
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Appendix E3

In what
Self- Administered

year were you born?
Questionnaire
What proportion of total household income
does your pay represent?

What is your current marital status? 	 q 	 100%
a Single (Go to Q4) q 2 more than your spouse/partner
q 2 Living with a partner 03 less than your spouse/partner
03 Married q 4 equal to your spouse/partner
q 4 Divorced

How would u describe the division of
household/family responsibilities?
q Equal with your spouse/partner
q 2	 The majority carried out by you
q 3	 The majority carried out by your
spouse/partner

Do you have children?
q Yes (Go to 5)
No	 (Go to 8)

How many? 	

What are their ages? 	

Do they still live at home?
q 1	 Yes, they all do
q 2	 Yes, some do
q 3	 No

Do you have any elder care
responsibilities?
q ,	 Yes
q 2	 No

What is your HIGHEST educational
qualification or nearest equivalent?
q 1	 School Certificate (year 10)
q Higher School Certificate (year 12)
q 3	 Certificate – TAFE College or University
q 4	 Diploma – TAFE College or University
q 5	 Bachelor degree – University or CAE
q 76	 Postgraduate qualification (please specify
level) 	

Which category best describes your annual
level of compensation (base plus bonus
pay) at your current employment?
q 1 < S50, 000
q 2 $50, 001 – S100 000
03 S 100. 001 – S300 000
q 4 S300. 001	 5500, 000
q 5 over 5500, 000

What is your current position in the
organization? 	

How long have you held this position?

What are the conditions of your employment`?
Please tick whichever are applicable.

full-time
q 2	 part-time
q 3	 casual
q 4	 permanent
a	 contract

How long have you been with this
organization? 	

Do you have any staff reporting to you?
q 1	 Yes (Go to 17)
q 2	 No

1. If so, how many? 	
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Appendix C

Dear Participant.

We are writing to request your assistance in a PhD research project being undertaken by
Theresa Smith at the University of New England (supervised by Dr Alison Sheridan).
Theresa's research topic is "Exploring the Career Experiences of Men and Women in the
Accounting Industry".

The aim of the research is to enhance our understanding of how men and women define
their own sense of career and career success. how this definition may change over the life
course, and how this meaning shapes their career development and behaviour in the
organisation and in their personal lives. The main research questions that There;a is
seeking to investigate in this study are:

1. Are there differences in how men and women define career success?

/. Does this definition change over the ife course?

3. I)o personal factors, such as economic and family background, family
commitments, personality and motivation and age; social factors, such as mentors
and networks; and organisational variables, such as organisational culture,
workplace policies, opportunities for training and development, and working
hours, influence the career behaviour of men and women differently?

4. I)o men and women follow different career paths?

5. What role does the organisation play in influencing the careers of men and
women through the provision and implementation of workplace policies?

We would greatly appreciate your organisation's participation in the research. The data
collected from the research will be extremely useful to your organisation. In the current
competitive climate of trying to retain and utilise the full potential and talent of your
workforce, it is important to understand the issues concerning career development from
the perspective of both women and men. Furthermore, the research can be used by your
organization to guide the design of workplace policies on recruitment and selection.
training and development, performance app-aisal. remuneration, career development and
conditions of service that will better accorwriodate the needs of your employees. It you
wish, a report will be provided to your organization summarising the findings of the
research.

In order to complete the research Theresa would like to interview a range of men and
women employed within your organisation. The interview will be semi-structured and is
designed to obtain the following information from your employees: personal and family
details; educational qualifications; career history to date; current role within the
organization; career aspirations; and their view of the organization regarding its culture,
structure. conditions of employment and workplace policies. The interview should take
approximately one and a half hours (1.5) hours and cause a minimum of disruption to
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your employees' work schedule. Subject to your approval and the willingness of
employees, Theresa would like to commence the interviews in the coming weeks. The
interviews can be conducted either face-to-flice or via telephone.

The interview will be tape recorded and tien transcribed. The material will be kept
confidential and not provided to any other person or organization. The names of the
employees will be kept confidential at all times by a system of coding, such as respondent
1. The name of the organisation will also remain confidential by coding, suet) as
Company A. The results of the interview will be used in my Ph.D. thesis. The results
may also be used in the future in any conference paper, journal or book publication. The
audio tapes and transcriptions of the interviews will be kept confidential and locked in a
cabinet for five years following the research. after which they will be destroyed.

If your organisation agrees to participate ir. this research, could you please distribute a
copy of the attached information sheet to 6 male and 6 female employees. The
information sheet outlines the purpose of the research, the employees' rights and
confirmation of their participation. The employee is free to terminate their involvement
in the research at any stage. They may also choose not to answer any question:, put
forward in the interview. If possible, Theresa would like the sample of employees to
include: both part-time and full-time employees; people employed at various levels
within the organisation, such as partner, principal/director, senior manager, middle/junior
manager, as well as graduates and recent appointments. This will ensure a suitable cross
section of employees is obtained. Employees can be drawn from either Brisbane,
Melbourne or Sydney, with preference for the latter location if possible.

If possible, we would also like access to the following data. First, an employment profile
of the organisation outlining the number of employees (both male and ferlale,
hierarchical levels within the organisation, turn over and promotion rates, and the s t atus
of employees (full-time, part-time, permanent, casual or contract). Second, details of any
workplace policies and practices regarding: leave, flexible work practices, provisions for
child care, career planning, training and development, staff and/or management
development programs, and details of any formal or informal mentoring and network
programs. This information will be used in the thesis to provide a brief description of the
size and structure of the organisations featured in the research.

This research project has been approved by the Human Research Ethics Committee of the
University of New England (Approval No. HE 02/223, Valid to March 2004)

Should you or your employees have any co Tiplaints concerning the manner in which the
research is conducted, the Research Ethics Officer can be contacted at the following
address:

Research Services
University of New England

Armidale, NSW 2351.
Telephone: (02) 6773 3449 Facsimile (02) 6773 3543
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Email: Ethics@metz.une.edu.au

Once again, we would greatly appreciate any assistance you and your organisation could provide. I • you
have any questions about the purpose of the resear2h or you wish to discuss the matter further, r lease
contact Theresa, whose contact details have been provided below.

Yours sincerely,

Dr Alison Sheridan	 Theresa Smith
Ph D supervisor 	 PhD candidate
Telephone	 (02) 6773 3074
Email:	 asherida@une.edu.au

tsmith240)pobox.une.cdu.au
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Appendix D
INFORMATION SHEET

Dear Participant,
This research is being conducted as part of my Ph.D that I am completing at the University LA New

England. The research is entitled "Climbing the Corporate Ladder — Understanding the Career Experiences

of Male & Female Business Professionals". The pui pose of this research is to enhance our understanding

of how men and women define their own sense of career and career success, how this definition may

change over the life course, and how this meaning shapes your career development and behaviour in the

organisation and in your personal lives.

The following is a form outlining the purpose of the research, your rights as a participant
and confirmation of your participation.

There are a number of important reasons for conducting the research. Firstly, if
organisations wish to retain and utilise the full potential and talent of their workforce. the
issues surrounding career development shou:.c1 be understood from the perspective of both
women and men. Second, by furthering our understanding of how the careers of men and
women develop, organisations will be better placed to design workplace policies on
recruitment and selection, training and development, performance apprLisal,
remuneration, career development and conditions of service that will better accommodate
the needs of employees. Third, the research will also assist professional associat:,ons.
such as the NIA, in providing activities that better support their members in relation to
professional training and development. The NIA will be appropriately acknowledged in
the write up of the thesis and all resulting publications. Further, details of all research
results will be made available to the NIA and yourself if you so wish.

If you agree to participate in the research, you will be asked to participate in a semi-
structured interview. The interview is designed to obtain the following information:
personal and family details; educational qualifications; career history to date;
current role within the organization; your career aspirations; your view of the
organization regarding its culture, structure, conditions of employment and
workplace policies. The interview will be tape recorded and then transcribed. This
material will be kept confidential and not provided to any other person or
organization. Your name will be kept confidential at all times by a system of coding,
such as respondent 1. The interview should last approximately one hour and will be
conducted either over the telephone or face-to-face in the coming weeks.

The results of the interview will be used in my Ph.D thesis. A report will be provided to the NIA based on

the findings, however your name will be kept confidential. The results may also be used in the future in

any conference paper, journal or book publication. The audio tapes and transcriptions of the inter■iews
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will be kept confidential and locked in a cabinet for IT ve years following the research, after which the ∎ will

be destroyed.

If you are interested in participating in this research, could you please complete the confirmation section at

the end of this letter and return it via e-mail or to the address at the top of this letter. Please retain a co )y of

this letter. You are free to terminate your involvement in the research at any stage. You may also choose

not to answer any questions put forward in the interview.

This project has been approved by the Human Research Ethics Committee of the Universit y oaf New
England (Approval No. HE 02/223)

Should you have any complaints concerning the manner in which this research is conducted, please cc ntact

the Research Ethics Officer at the following address:

Research Services

University of New England
Arinidale, NSW 2351.
Telephone: (02) 6773 3445 Facsimile (02) 6773 3543

Email: Ethics@metz.tme.edu.au

If you have any questions about the pu-pose of this research, your involvement, or
results of the study please do not hesitate to contact me.

Yours sincerely,

Theresa Smith

Telephone: (02) 6773 3074

Email: ismith24@pobox.une.edu.au

The following is a statement confirming that you have agreed to participate in the research, are over the age

of 18 and are willing to have the interview tape recorded.

I (the participant) have read the informaticn contained in the Information Sheet for Participants and
any questions I have asked have been ansviered to my satisfaction. I agree to participate in this
activity, realising that I may withdraw at aly time. I agree that research data gathered for :he study
may be published, provided m y name is no, used.

Participant or Authorised Ref resentative 	 Date

Investigator	 Date
Please retain a copy of this letter.
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Appendix E: Career History of the Respondents

The following is a brief summary of the career history of the 59 respondents interviewed

in the research.

E.1 Career history of the men

Respondent 3 was the oldest person interviewed in the research, born in 1938. He began

working for company A in 1955 and was to retire in 2003 after 48 years with the firm.

He became a partner in 1965 and soon after that assumed a leadership role within the

firm, acting as managing partner for the majority of his career. He was also chairman of

the firm for a lengthy time until recently when he has cut back to being part time. Ai the

time of the interview he was very near to retirement. He began working part time in

2002.

After university, respondent 4 worked for a professional services firm for three years,

completing his professional year to qualify as a chartered accountant. He then moved to

country NSW with his wife where he worked for a large accounting practice for one year.

He then moved to company A in order to be closer to family and to raise his children. He

has been working there for three years. His current position is supervisor. Respondent 4

is located in a different town to the other four respondents interviewed from company A.

Respondent 8 worked with a bank for a sho:i time following high school, before leaving

to commence a university degree in accounting. He combined study and work in a small

accounting practice in country NSW. After en years, respondent 8 moved interstate with

his wife and children, to head up a new accounting practice. He was seeking more

challenging and senior career opportunities. However, since he had no other family there

and he did not like the firm, he then searched for employment in a large NSW regional

town. Respondent 8 applied for a job at Company B. He does not necessarily have

aspirations of becoming a partner. Due to his age, he is not able to become a partn,-T at

Company B, however the role of associate is an option.
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After completing the HSC, respondent 9 commenced a cadetship with a second tier

chartered accounting firm in Sydney in 1986. He studied part time and worked about 4.5

days a week. In 1990 he finished his coure and then completed his professional year.

Respondent 9 then moved to company B in 1992. He became partner in 1996 at the age

of 28.

Respondent 11 was recruited at university to join Company B and started at one of iheir

offices in 1991. In 1995 he moved to their main office, becoming partner in July 1997.

In 2002 respondent 11 became responsible for another office. He moved to this location

because it allowed him to move closer to where he grew up. Respondent 11 also

recognised that there were better long term c .freer possibilities at the new location.

After leaving university, respondent 12 worked in the banking industry for one year

before moving to Company C. He is now the manager of group finance and statutory

reporting at Company C. He has held this position for the last three years and been with

the firm for a total of 17 years. Respondent 12 estimated having around 11 or 12 jobs

during his career to date, including workin g- in multiple locations. He is currentl y re--

evaluating his career.

After finishing university, respondent 13 worked in two different organisations in the

corporate sector in accounting roles. He was hoping to broaden his accounting

experience, but realised the firms were too small, so looked elsewhere. He then joined

company C on the third year of their graduate program. He had actually applied for a

position with them immediately after leaving university, but had not been successful.

Respondent 13 wanted to stay with the firm long term from the outset. He has been with

the company for the last ten years and has 1-eld around eight or nine positions, including

working in other site locations. For the last 15 months, respondent 13 has been working

in a remote location of Australia. Like other respondents, he admitted that he enjoyed the

constant job changes.
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After completing university, respondent 14 joined a professional services firm. He

remained there three years whilst completing his professional year. He then worked in a

corporate sector company for 13.5 years in about eight different roles. He then joined

company C in 2001 as the commercial mar ager for a business unit. Two years ago he

took up a position as CFO for another business unit within company C. Until now,

respondent 14 has remained strictly within the finance area, but he has aspirations of

moving into a line management role, such as CEO of a business unit. This is vs,' thin

Company C if the opportunity presents itself.

Respondent 19 has had a career that has included working in three countries, from

Canada, to the Cayman Islands and then to Australia. After receiving his qualifications,

he worked for two different professional services firms in Canada. He then moved to the

Cayman Islands with his wife, and continued to work for one of the firms. His wile, who

was Australian, wished to return home so they moved to Australia. There he worked for

a professional services firm for two years before moving to company C. Respondent 19

has been with the company for two years as a Senior Finance Accounting Advisor.. He

has aspirations of taking on more senior roles, such as CFO and would like to remain

with the firm if the right opportunities present themselves.

After university, respondent 20 commenced employment with a professional services

firm in 1987. He worked there until 1990 when he got married and then transferred to

Sydney because his wife lived and worked there. He worked there until the end of 991

when he moved back to his home city aril joined another professional services firm.

Respondent 20 stayed with them moving through the ranks, becoming a senior manager

and left there in about 1996 to join a second tier firm. He was looking for a frienJlier

type of organisation than just the big five at that time. He stayed there for about another

four years. In both firms respondent 20 considered becoming partner, but ultimately

chose not to. At the beginning of 2000 he established his own consultancy business, as

well as a separate small audit practice with another partner.
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Respondent 21 has had a diverse career. He had a scholarship with one of the top

professional services firms throughout university. After graduating in 1989. he

commenced employment with that firm. He stayed there for about four years, advancing

to a senior supervisor level. Respondent 21 then travelled and worked overseas. He then

returned to Australia and in early 1997 joined his current company. Respondent 21

started off in a middle management role within finance, but very quickly had an

opportunity for promotion and became CFO.

Respondent 25 joined the Reserve Bank of Australia in 1982 after leaving university,

progressing through various roles. He left them in August 2002 to take up a lecturing

position in accounting at a large university. Respondent 25 is currently focused on

achieving short term goals, such as completing his masters, finishing his current three

year contract and then deciding where to go, possibly start a PhD. He has mentioned he

may be interested in progressing to senior lecturer or associate professor, but this will

involve increasing his research and publications.

Respondent 27 was born, educated and worked for some time in Europe before moving to

Australia. As is the custom in his home country, he combined study and work for several

years. He initially trained as an industrial clerk. After his first block of training,

respondent 27 switched to the accounting a rea. He attributed this move to a supportive

boss who gave him lots of challenging tasks. The firm was experiencing stalling

difficulties so respondent 27 was asked to stay longer than the planned three months,

ultimately remaining in the area. He then went on to university to study a degree in

industrial economics . Since respondent :17 was already a qualified book keeper, he

studied and worked part time in this He then opened his own management

consulting business. Since he was still quite young and did not have a large reputation,

he tended to work for small to medium sized enterprises. In 1994 respondent 27 briefly

came to Australia as a trainee to follow his wife's career move, before returning to

Europe to complete his university degree. This trip encouraged him to want to return to

Australia permanently. After completing his Honours in Europe, he returned to Australia

in 1996. Respondent 27 established a management consulting business providing hook
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keeping services, setting up accounting information systems to small and medium sized

enterprises. At the end of 1997 respondent 27 and his wife returned to Europe as .heir

visa was due to expire and his wife had been offered a postdoctoral fellowship at a

European university. Once again he estallished a management consulting business,

specialising in internet consulting for small business. Then a previous boss got him a job

as a finance assistant at a new software co:npany in 2000. He was responsible lo: his

own area and setting up plans and workin , a with other departments and getting major

projects established . In 2001 his wife applied and got a job at an Australian univei city,

so he looked to finding a job nearby. Ultimately he applied and received a job as an

Ecommerce lecturer at the same university within a few months.

The immediate goal of respondent 27 is to complete his PhD. He indicated lie is

interested in continuing to pursue an academic career. Respondent 27 also mentioned

that his career would depend on his wife's career as well.

Respondent 29 was the youngest of the academics interviewed for the research. He was

born in 1976. After completing an accounting degree at university he worked for a

professional services firm for two years before returning to university to become an

academic. He has completed his masters and his currently undertaking his PhD.

Respondent 29 has goals of completing his PhD, and progressing to a senior role at the

university. He does not have goals of becoming a Dean or pursuing an administritive

role.

Respondent 30 has been employed at the university for the past 15 years. His career

started as a graduate with a professional services firm in Sydney. He also worked

overseas in America for the firm for two years before returning to Australia. Respondent

30 resigned from the firm in 1985 to undertake his Masters. After completing his degree

he was offered a full time position at the university. For the first ten years or his

university career, respondent 30 also managed a travel business, which was quite

successful. He has been a senior lecturer for the last two years. Respondent 30 is now

approaching retirement, and wishes to stop work in three years.
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Respondent 31 joined company D in 1987 as a graduate out of university. In 199 , .) he

was seconded[ to London for one year. In 1992 he went to Africa on secondment for two

years. Respondent 31 returned to Australia in January 1995. He became partner in 1997.

He then worked in Asia for 3.5 years with the company. He returned to Australia in

February 2001. Respondent 31 became managing ]Partner in 2003 in Melbourne. Overall

he has worked in around 40 different countries.

Respondent 35 joined Company D after finishing university in 1986. He progressed

through a series of roles, including two overseas placements. He became partner in 1997.

Respondent 35 has been with Company D for a total of 18 years.

Respondent :37 finished high school in 1968 and joined a professional services firm

(Company E). He studied and worked there five years. He briefly worked as a tutor for

one year whilst completing his Masters, however since he had a wife and child to

support, he returned to the firm. Respondent 37 completed his professional year by 976

and was also made a manager. He worked in New York for one year in 1981, before

returning and becoming partner at the age of 30. This was followed by a three year

placement overseas from 1982 to 1985. In 1986 he commenced a normal partner career.

In 1991 he was elected by the partners on to the local executive committee. In 1998

respondent 37 became part of the national partnership and took over as the managing

partner for the audit practice. In July 2CO2 he took on his current role as national

chairman of company E. In total, respondent 37 has been with the firm 33 years.

Respondent 38 was one of the few male respondents who did not initially embark en an

accounting related career, but waited until he was 22. He started in the motor spare Juts

industry driving a truck during school holidays and continued that after school.

Respondent 38 progressed to managing the motor company until it went into liquidation.

He worked with the liquidators (company for a couple of months and then they offered

him a job. This led respondent 38 to begin n accounting career. He studied for six vears

part time and then completed his professional year. Respondent 38 became a partner in
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corporate recovery in 1985 and then became the partner in charge of corporate recovery.

Respondent 38 then progressed to be state Chairman in company E. He has been

working with the firm since 1977.

Respondent 39 finished university in 1999 nd acquired a graduate position with a large

professional services firm in January 2000. He has remained with the organisation since

then. He spent six months in New Zealand in 2003 on secondment with the organisation.

His current position is senior consultant. Respondent 39 wishes to progress to manager

level. He is undertaking further post graduate studies to expand his knowledge it the

area and to broaden his career options. He would like to remain with the current

organisation, progressing through the ran-Ks. Respondent 39 also has the goal of

becoming partner within the next ten to 12 years.

Respondent 41 was the youngest person in the research, born in 1981. After high school

he completed. an accounting degree at university. Whilst at university he worked at a

local medium sized regional accounting firm part time. During the holidays he worked

full time. After completing university he worked there full time for twelve months. He

then moved into the corporate sector working for one of the large mining companies.

After 12 months he was transferred to another office location. He as been with the

company for 18 months as a graduate accountant. His future career goals are to finish the

CPA. Then to move into a lead accountant role. Beyond that, it depends on what career

opportunities are available. He wishes to stay with the organisation for the foresec able

future whilst there are career paths available. Respondent 41 would be interested in an

overseas position or moving to another company if the right opportunity arose.

Respondent 42 left school at the age of 16 and started working for a small accounting

practice in country NSW. At the same time he studied a diploma in accounting through

TAFE by correspondence. He left that practice after five years when it was sold to

another company, whose business reputat on he did not approve of. He went into

partnership with another colleague. Respondent 42 operated the business for five years

and sold it in 1975. He then worked on a contract. basis overseas for three to four years.
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After returning to Australia in the late 1970s, respondent 42 has been self-employed in

his own accounting practice. First it was in Sydney operating a small management

consulting practice. With the arrival of children he and his wife chose to return to the

country to establish his own practice . He had the business from 1985 to 2003 before

selling the majority of the business. Respondent 42 now works around 25 hours a week.

Respondent 43 also embarked on an accounting career late in life. After leaving sc]lool

in 1964 he worked as a telephone techniciai for three different companies before

retrenched. He then moved to Sydney Water in a similar role. Following this,

respondent 43 moved to an electronics store . in 1982. During this time he was based in

Sydney. However he then move to the country to run his own electronics franchise for

3.5 years, until going bankrupt. Followin g. this, respondent 43 had a series of .jobs,

including bus driver, computer consultant, and book keeper for a local book store. After

realising limitations in his accounting knowledge, respondent 43 realised that he needed

to undertake further studies. A friend persuaded him to go to university. From 19C 2 to

1994 he was a mature age student stulying a combined Bachelor of Financial

Administration and a Graduate Diploma in Financial Management. Upon completion he

applied to several organisations in the local town for a position, but was unsuccessful.

Respondent 43 believed that he was not young enough to be able to be moulded into '.heir

likeness., He then moved to Sydney to find work. Respondent 43 worked for two not--

for-profit organisations as an accountant over a five year period. He then briefly worked

as a book keeper through an accounting contract agency. However, after the organisation

lost a major client, he was out of a job. He then moved to his current position as Finance

and Office Manager for another not-for-profit organisation, where he has been employed

for the last three years. Respondent 43 i tends to keep working for the foreseeable

future.

Respondent 44 started his career in the accounting industry straight out of high school as

a cadet cost accountant. He tried to study full time, but with the necessity of money,

combined both work and part time university studies. He then worked for a public utility,

followed by roles in two different NSW Government departments. He then joined his
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current employer (an IT company) in 1998, in an IT role dealing with accour ting

software. The main motivation for changin , 2-, to this role was for a higher salary and for

the flexibility. Respondent 44 does not have any future career goals. He hopes to retain

his current job until he retires at 60 or 65. lie would like to do some part time work in

retirement.

After finishing high school, respondent 50 started with one of Australia's four major

banks in 1977 as a junior clerk, then progressed to teller, then supervisor, all in Sydney.

He was then transferred interstate for two years, which was a highlight of his caxer.

When respondent 50 returned to Sydney, he opened a franchise of the bank in NSW. He

moved into financial services in 1990, where he is still today. For the past ten years he

has been a senior consultant in Busines s, Services, in the area of superannuation.

Respondent 50's future career goal is to move into an executive manager position within

the bank, earning more salary. If the position does not arise, he may consider leaving the

bank.

Respondent 53 was born in the United Kingdom and came out to Australia in 2000.

Before moving to Australia he worked for ten years in the United Kingdom, including as

a science teacher in the adult education field. When he came to Australia he completed a

Graduate Diploma in Financial Management at university from 2000 to July 2001.

Whilst studying, respondent 53 worked part time for an accounting firm in regional

NSW. After completing his studies, he worked for that firm for 20 months full time.

Respondent 53 then applied and got a job in Western Australia as he had family based

there.

Respondent 53 admitted that he did not initially intend on staying in Australia. Coining

out to study was just a means of travel and would allow him to return to the United

Kingdom with additional skills. Respondent 53 does not have specific career goals.

Becoming partner does not appeal to him, there is too much risk and stress involved.
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Respondent 55 was born in 1963 and has been with the one employer (the same bar k as

respondent 50) for 21 years. He started in the Bank Branch network and was there for

three years. He then progressed through a series of roles, including administration,

operations, financial management, and various project management roles. For the last

three years respondent 55 has been a project manager in the IT Division. He would like

to remain in this division, but progress to a more senior role. He would prefer to stay

working at the bank. His current work situation is somewhat unstable, so he admitted

that he may be forced into seeking a position outside the bank. He would have liked to

retire at 55, but has recently re-signed his housing loan which requires him to work until

he is 65.

Respondent 57 was born in 1976. After finishing high school he worked as an assistant

accountant with a sporting company for 3.5 years. He left the company when it went into

voluntary liquidation. In December 2003 respondent 57 moved to his current role as

assistant accountant with a medium to large rural merchandising company, which is listed

on the stock exchange. He has also been stuJying part time.

Respondent 57 is not sure what career opportunities exist for him at the present

organisation. He would like to move into the financial or corporate field. To seek

promotions and more responsibility. Ultimately he would like to run or manage a finance

department, and possibly become a financia controller. His aim is to achieve this within

seven to ten years.

Respondent 58 was born in 1961. After fin shing high school he worked as a bank teller

with one of the major banks in Sydney. 1\tanwhi[le he studied four years part time in a

Bachelor of Commerce. Then he completed one year full time. He then moved into the

Head Office at the bank, where he had two roles. Respondent 58 then left the bank to

work for a mining company for seven years, employed as their banking accountant and

system accountant. During that time he also completed a Graduate Diploma in Bus: ness

Information Systems. In 1993 he moved to Melbourne to work as a systems accountant

with another organisation. He worked there until the end of 1998. During that lime,
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respondent 58 completed his MBA part time over three years. He then moved to a

professional services firm as a Consultant and stayed for two years. He then moved to

his current company (an IT consulting organisation), where he has been working for the

last three years .

Respondent 58 is unsure of his future career direction. It is something that lie is

considering now. Respondent 58 is not sur,e whether he will stay with the organisa:ion.

He does have headhunters that approach him periodically about potential job

opportunities. His future depends on the future of the industry. He would be interested

in returning to the banking sector, or pursuing a test manager role. Respondent 58 may

even consider becoming self-employed and working on a consulting or contract basis.

This would make his home life easier as he could work from home and choose his hours

and projects.

Respondent 59 was born in 1951 and had a series of jobs. He initially studied electrical

engineering at university, but decided to lez ve that part way through and work in mainly

clerical jobs. Then he started studying accounting externally. Respondent 59 then

moved into a chartered accounting practice for 6-7 years and finished his degree. In order

to further his accounting knowledge, he enrolled in a Masters' degree in the late 1CSOs.

At the same time he worked as a tutor. In the early 1990s, respondent 59 took up a

position with a telecommunications company in Papua New Guinea for two years. He

then returnedl to Australia and got a job with the Commonwealth Government &, the

divisional accountant in government department for three years. Respondent 59 then

moved to become the Corporate Services Manager in a government funded authority,

which lasted 3.5 years. The position involved liaising with a Government Senate

Committee. Respondent 59 then took a position with an engineering corporation. This

position involved working in the Solomon Islands for two years. Respondent 59 then

chose to pursue an academic career, beginning briefly with a position at a New ZeJand

university for one year. Due to family and health reasons he returned to Australia and

took up his current position as a level B lee- urer in accounting. He has held the position

for 5.5 years.
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Respondent 59 has aspirations of remaining in the university sector. He is interested in a

professorial position. He did not rule out returning back to the corporate sector if the

right opportunity arose.

E.2 Career history of the women

Respondent 1 started as a graduate out of university at Company A 30 years ago, and still

works there now as a manager. She worked full time for the first nine years of her career

before taking six months off to have her first child. She returned to work part time for

another 12-18 months and then had another six months off to have her second child.

Respondent 1 then returned part time for two days a week until her second child went to

school. She worked part time around school hours. When her last child left school

(about 12-24 months ago) she came back full time.

Respondent 2 has been employed in the accounting profession for around eight years,

ever since she left university. Her first job was with a single partner firm in regional

NSW, where she worked for 1.5 years. However she found the work not very

challenging and felt the partner was not up to date with current standards. She moved to

a large regional agricultural consulting and accounting practice. The firm then

transferred respondent 2 to a newly established branch. She only worked there for six

months because she could not get along with the manager, whom she thought was

incompetent. Respondent 2 then moved to Company A in 1999 in order to be clos.r to

her family and home town. She started as an intermediate and is now a senior

accountant.

After university, respondent 5 worked in a junior book keeping role for six months before

moving to a small country accounting practice. She worked there for four years. She

then moved to company A in 2002. Respondent 5 wanted to work for a larger firm and to

have more job variety. She is now a senor accountant. Respondent 5 indicated an

interest in becoming manager, but not partner. She felt that the longer working hour. and
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extra responsibilities would make it difficult to both manage work and have a family.

Respondent 5 anticipated having children and thought she may remain in the workforce

part time. Respondent 5 did admit she had considered a career outside the profession. but

would not make the change due to all the study and work she had put into her cu:Tent

occupation.

Respondent 6 started as a cadet with one of the major professional services firms in

Sydney in 1990. There she balanced work with completing her university degree. After

five years she moved to a regional firm to be closer to family. She started as a senior

accountant and made partner by 2000 at the age of 28. She wishes to continue learning

and developing in her role.

After finishing her university degree, respondent 7 worked in a professional services firm

for eight years in a capital city. Initially she had aspirations of 'going up the ladder".

However she decided that becoming a partner was not her goal, so she moved into

commerce. She was then interested in becoming managing director or general manager.

So she then worked as a financial controller in three different corporate sector

organisations. During this period she worked part time to have children. In 200: she

moved to Company B in order to be close - to family and for lifestyle reasons. She is

continuing to work part time, but is gradually working toward full time employment. She

is working toward becoming an associate in the firm, but she does not have goals of

becoming a partner.

After university, respondent 10 worked for a regional firm before moving to Compa iy B

in order to be closer to her family and to her husband. She was also seeking a higher

position and more challenging work. Respondent 10 has the goal of taking on more

responsibility and is interested in becoming .1 manager, but not a partner.

After leaving university, respondent 15 worked for a professional services firm for four

years. She then worked and travelled in the United Kingdom for three years. When she

returned to Australia she joined Company C. Over 13 years respondent 15 progressed
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through a number of positions in the firm, ultimately progressing to Vice President of

Corporate Finance in 2001. She remains single and does not have any children. Stk.- has

no specific future career goals, other than taking on other senior roles, or possibly looking

for external roles if they do not materialise within the firm.

Respondent 16 combined completing a university degree with working for a professional

services firm for eight years. She then took .1 career break to travel and work overseas for

2.5 years. On her return to Australia, she continued to work in the same firm, but in a

different area in order to broaden her skills. She then worked in the private sector for two

years. Respondent 16 then moved interstate in order to have a career change, working as

a lecturer in accounting at a university. This was followed by work for a professional

services firms on a part time basis. The decision to work for the last two organisal ions

was that she believed they would better enable her to balance work and having children.

Respondent 16 then progressed through a series of jobs in the mining industry in remote

locations. She is now the Finance and Administration Manager for a business unit of

Company C, and continues to live and work in a remote location of Australia.

Respondent 16 has been considering her future career moves quite considerably for 'Some

months now. She would like to move from a general management role to something

more finance related, such as a business analyst. She did have a time frame in which she

would have liked to make the career change, and indicated that this time has expired.

There appears to be limited opportunities available to her. Respondent 16 has indicated

that she could consider another site role and is keen to leave the isolation of the current

location. She has even looked externally for roles, and has been short listed for a couple.

Respondent 16 indicated that she would like to stay with Company C, however i f an

opportunity does not arise, she will consider going elsewhere.

Respondent 17 was the youngest employee interviewed from Company C. Before

starting university, she deferred her studies for one year in order to work overseas. This

was with an engineering company that her father was involved with. She started her

career as a graduate with a professional services firm. She spent five years in audit i a the
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mining and energy division. Respondent 17 had always been interested in this area.

From there she moved to company C. Respondent 17 has held two positions in the

company. She moved to her current role because the previous role involved too much

travel. Respondent 17 admitted being quite ambitious and wanting to continue

progressing up the hierarchy, ultimately achieving a senior finance role.

Respondent 18 was the only employee interi.iewed who worked part time at company C.

She has been with the organisation for 4.5 years. Prior to that she worked for a

professional services firm for five years. Her current position is the manager of udit

services. Respondent 18 started as a senior internal auditor. She went on maternity leave

in July 2002 and returned to part time work in February 2003. She intends remaining

part time. Respondent 18 wishes to contin le progressing and taking on new and more

challenging roles.

Respondent 22 also had a diverse career path. After graduating from university she

worked for a professional services firm for 4.5 years from 1983 in audit roles. She then

spent 3.5 years with another professional services firm. After that she spent 18 months

with a small grocery retailer/wholesaler as their financial controller. Respondent 22 then

worked overseas in London with a chartered firm for one year. She then returned to

Australia and worked for an engineering and construction firm for four years.

Respondent 22 then left to have her first child. During her leave from the company she

undertook casual contract work for clients of the professional services firm where she had

been working. Respondent 22 also performed some casual TAFE teaching. She moved

to her current employer, another engineering firm in June 1999. She has been the CFO

for the last year.

Respondent 22 has aspirations of maintaining a similar position as CFO, but progre sing

to a larger business unit within the firm. She revealed that she had no specific career

aspirations or plans when she left universi l y. She thought they had probably evolved

over the years.

Page 335 of 346



Respondent 23 has had quite a remarkable career history. She left school at the age c f 15

at a time when most women were expected io get married and be full-time mothers. She

followed this tradition and got married and had one child. However, she was forced to

return to work when the marriage broke up and she had the child to support. After

looking through the paper respondent 23 decided that there were a number of accounting

jobs and that it paid well. So she completed a diploma course through TAFE. She met

her second husband, left TAFE and began work as a tax consultant for ITP for three

years. Then the family moved interstate and her daughter started school, so she decided

to undertake a university degree in accounting. Respondent 23 worked and studied for

6.5 years.

Respondent 23 then worked for a small country practice, before going to work for one of

her clients. This job represented a turn around in her career because it meant

transforming a company on the verge of liquidation into a thriving business again. She

then worked as a financial controller for another company in financial difficulty. She

sacked her boss and within three months had turned the business around. Respondent 23

then sold the business to a large advertising company, who then employed her as a

finance director/general manager. Her salary went from $55,000 to $155,000. She

worked there for 3.5 years. She was probably the highest paid female in a very male

dominated business. Respondent 23 left the company due to the stress of long working

ours, work levels, and problems with the mz.naging director. In 2001 respondent 23 then

established an accounting practice at the age of 42.

Respondent 24 started working with a small single partner country accounting firm in

1985. From 1987 to 1989 she completed her degree at university. She worked briefly in

Brisbane for six months in 1990 and returnei to the small firm in July 1990. She worked

full time until February 1996 when her first child was born. She returned to work part

time in July 1997, working around 20 hours per week until February 1998 wher her

second child was born. She then remained put of the workforce until the end of 2000 in

order to retrain as a primary school teacher. During that time respondent 23 performed

casual work for her previous employer, but based at home. From December 2001 until
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July 2002 she returned to the firm working part time. Since then she has been teaching

periodically at a local primary school. She has also worked part time for the accounting

firm when there was no teaching work. Respondent 24 changed to a teaching career

because she felt it would be more fulfilling end had better working hours that enabled her

to balance work and family.

After completing university in 1974, respor dent 26 worked in the public sector for two

years as research officer in an accounting and finance area. Respondent 26 then worked

as an accounting lecturer for a university in the United Kingdom for two years. She then

returned to Australia and took up a position as tutor with a major University in 1979,

where she still works today. Respondent 26 progressed up the hierarchy, becoming

associate professor in 1993. She wishes to retire within three years.

Respondent 26 has never had the desire to pursue a higher academic position, such as

professor, dean or an administrative role. She has had opportunities for chair positions

throughout her career, but has not pursued them. Respondent 26 admitted feeling

comfortable in her current role and at the university. She believed that at chair levee she

would have not done anything really different.

Respondent 28's career included employment in an accounting role in the corporate

sector, operating a small accounting practice and work in education in accounting. She

worked in commercial organisations for ap7roximately four years. Then when she had

her first child she went part time working s a tutor at a college for two years until she

had her second child. Respondent 28 then operated a small accounting practice part time.

This continued for five years. She then returned to part time tutoring, followed by three

years full time. Respondent 28 then mo p ed to the university where she is currently

employed and has been there for twelve years. Her role includes teaching and

administration, but no research. Around 95 per cent of her work is administrative.

Respondent 28 hopes to retire in four to five years.
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Respondent 32 was born in the United Kingdom and trained as a chartered accountant in

London at a professional services firm. Sh y then worked in the corporate sector ir the

United Kingdom and United States for 3.5 years. Respondent 32 moved to Australia 12

years ago and became a senior manager with a professional services firm. Within one

year she became a partner at the age of 30. Respondent 32 then moved to New Zealand

to help establish a practice over there. Respondent 32 then joined Company D in New

Zealand as a partner. She returned to Australia five years ago. She is currently at a

crossroads in her career, and not sure where LO go. Respondent 32 felt that her career was

not planned.

Following university, respondent 33 started working with Company D in 1972 in the tax

practice. She was promoted to manager level in 1976 at one major office and then

transferred to an interstate office in 1982. Respondent 33 made partner in 1983. In

1985/86 she took over leading the tax practice in that office and took over the office in

1991 as managing partner. In 1996 respondent 33 began phasing out as a tax practitioner

and began leading industry groups in the practice. She then returned to her original o ifice

location as a senior partner. Respondent 33 :lopes to retire in a couple of years.

Respondent 34 has been with Company D 'or 19 years. She was born and educated in

Canada and started with Company D there. After working there one year she sort out an

18 month international transfer, which was quite typical of other employees at the firm.

Respondent 34 was transferred to Australia during the 1980s when there was a shortage

of accountants, and so the firm brought her out with permanent residence status, even

though she originally did not intend to stay. The turning point in her career was as a

manager at the age of 28, when she was g Nen a major project to run. Respondent 34

became partner at the age of 34. She was recently elected on to the Board of Partners at

company D. She is currently at a crossroads in her career, and not sure where to go next.

Respondent 36 did not embark on a career in the accounting profession until later in life.

She originally enrolled in an Arts/Law degree at university, but withdrew when her

husband had a serious accident. For two years she was an aerobics instructor. At the age
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of 21 she joined the Department of Defence as a clerical officer. After three years most

of the positions were militarised, so she joined the Australian Tax Office. Respondent 36

then undertook studies in the accounting area. First an Associate Diploma in Business,

followed by a Masters degree in accounting at university. In 1994 she moved tc the

United ]Kingdom where she continued to c.'omplete her CPA qualification externally.

Respondent 36 worked for a commercial orpnisation in an accounting capacity for three

years. Then she worked for a chartered firm, where she remained for three years In

2000, respondent 36 returned to Australia and took up a position as a senior manager with

Company D. She held this position for one year before becoming a Director, which she

has held for the last 2.5 years.

Respondent 36 is currently considering becoming a partner. The firm has approached her

to become partner, so she expects the promotion to occur by 2005. This was never an

initial career goal.

Respondent 40 was born in the United Kingdom in 1965 and she came to Austral la in

1992. She completed university studies in the United Kingdom and then worked for a

public accounting practice, followed by work as a company accountant in the corporate

sector. 'When respondent 40 moved to Australia she had her first child and was on home

duties for a while. She then completed her teacher training at university and worked as a

high school teacher for one year, teaching ccounting and legal studies. Respondent 40

taught at one university for a few years on L- contract basis. She then relocated interstate

to take up a permanent teaching position at another university. However, respondent 40

relocated again interstate to accommodate her husband's career. She taught in high

school for one year until she obtained a permanent teaching position at the university

where she now teaches. She has been there two years as an associate lecturer in

accounting.

Respondent 40 anticipates remaining at the university until her second child has gone to

school. She may even consider returning tc public accounting. Respondent 40 admitted
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she has mixed views about her future career direction. Her contract terminates in June

2005 so she will have to make decisions about her career at that point.

After completing her accounting degree, nspondent 45 was employed as a graduate

accountant with a large multi-national IT company. She worked there from 1985 to

1990. She briefly then undertook temporar y work whilst making arrangements fot her

wedding. She did not want to assume too much work at that time. Respondent 45 then

worked for a large manufacturing compa:iy for one year as a Finance and Office

Manager. In 1992 she had her first child. She then only worked limited hours as a book

keeper for her husband's factory. Respondent 45 assumed the role full time fo . - 18

months, working around three to 3.5 days per week. Her daughter was cared for a

friend/nanny. She continued to work up unt,1 her second child was born, still only taking

one week's maternity leave. In December 1994 respondent 45 began working full time

for a manufacturing business as the assistant administration manager, which was both an

accounting and management role. She worked there until April 1996 when she took three

years off after the birth of her third child. Respondent 45 returned to work in around

March 1999 for a second tier accounting firm in Sydney, and has been working there ever

since. She works part time.

Respondent 45 does not have any specific career plans for the future. She enjoys the

challenge of her current job, so is content to stay there for the time being. Her rob: has

developed partly into a management role, i that she is responsible for managing work

flow.

Respondent 46 was born in 1948. She has had a particularly mobile career history. After

leaving high school she was a nurse for one year, before switching to bookkeeping.

During the 1960s, respondent 46 worked for the Tax Office, however became bored quite

quickly in the role. She then worked fir an insurance company. At the time. the

company had a policy of not employing m&-ried women, so respondent 46 was forced to

leave when she got married. She went and joined another company as a bookkeeper.

The company was just starting to computerise and so they tested the employees to see
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who would be the most suited to head up i he computer department and respondent 46

was chosen. This was around 1969. However, the company felt that since she was a

young married woman, they could not give her a job because she may leave to have

children. So she left. Respondent 46 then worked for a mining company. After a couple

more job and geographic moves, respondent 46 decided she was in a rotten marriage and

needed to undertake more qualifications in order to leave and support her children. So by

the early 1970s she went back to school by correspondence. She completed the

qualifications necessary to become part of the NIA, finishing by 1980.

Respondent 46 then had a series of jobs in Different organisations. The critical point in

her career came when her business partner left due to fraudulent behaviour, her marriage

finally ended, and, and at the age of 41 she had a mild stroke due to the stress. Du ring

this time, respondent 46 had established her own small consulting business part time,

mainly dealing with superannuation. Respondent 46 then met her second husband and

they both decided to leave the city and move to the country in 1998. Respondent 46 was

able to continue her consulting and superannuation business in the country. She then

took over two tax Franchises and began managing those. She is now also workin . 2,- on

developing a product line of self managed su per funds with a younger male colleague.

At the age of 56, respondent 46 aims to continue working full time for the next nine

years, at which time her male colleague will be groomed and ready to take over the

business. By that time she hopes to be working no more than 15 hours a week and to be

off for three months of the year. Respondent 46 hopes that her pay out fi gure fo g  the

business is sufficient to finance the purchase of a caravan and 'join the grey nomads'.

She would like to travel around the country providing a locum service to other tax

franchises.

Respondent 47 did not initially embark on an accounting career. After finishing high

school she found a job as a kitchen hand and then saved enough money to complete a

typing/secretarial course. From there, she got a job delivering mail for a reinsurance

broker. Respondent 47 then moved into reception work and then secretarial work with
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the organisation. She then completed a shorthand course. Part of her duties as a

receptionist was to do typing work for the accounts department. After two years.

respondent 47 was offered a job in the accounts department because she had learnt the

skills from doing the typing for them. Respcndent 47 was then faced with the decisien to

follow a career in the underwriting side of the business, or to pursue more accounting

related work. She took advice from the CFO of the company, who persuaded her that

accounting was a much more transferable sk:11. She then became an assistant accountant.

She also started doing her diploma in accounting through TAFE. Respondent 47 was told

that she could not become a full accountant until she completed her diploma, even though

she was already assuming full responsibilities of such a role..

Respondent 4.7 then left to have her first child. She was not expecting to return tc the

company. She was upset because she was replaced by a male who was given twice the

salary and did not have any qualifications. This persuaded respondent 47 to complete a

university degree in accounting. After six rr onths on leave, the organisation asked her to

return, but only if she was degree qualified. She returned to the organisation and worked

in a series of roles for the next several years. However respondent 47 got to a point

where the work was the same and no longer challenging, so she resigned and let) six

months later when a replacement was found. Respondent 47 then had six months break

from the workforce, before another reinsurance company offered her a job. She took that

for 15 months.

Then respondent 47 and her husband decided to establish their own consulting business

in order to have more flexibility and variety. They have operating the business trom

home for the last twelve months. Respondent 47 provides a book keeping and accounting

service, whilst her husband focuses on strategic planning for small businesses.

Respondent 47 works part time as she is raising two year old twins and an 11 year old

child.

Respondent 48 has worked in a number of accounting related fields. After finishing high

school she has worked in the commercial sector, had limited work in the public sector,
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and also worked in the education field. She has progressed through roles from accounts

payable, to accounts receivable clerk, to assistant accountant, to accountant, to senior

accountant and to financial controller in different organisations. Each time she changed

jobs the motivation was to move up a step in her career and to increase her salary . Most

of her early roles were from one to two },ears in duration. The longest employment

history that respondent 48 held was with an organisation in the corporate sector. where

she stayed for 12 years, progressing through roles. Respondent 48 left this company

three years ago and began working on a contract basis through a temp agency.

Respondent 48 explained that she had reached the most senior position in the

organisation and was tired of working the long hours for a fixed pay. She believed

contracting would provide increased pay and greater flexibility.

For the last three years, respondent 48 has also been employed as a teacher at TA FE,

teaching accounting related courses. Part of her work has also involved teaching special

projects. For example, a small business course to a group of Indigenous women.

Respondent 48 wishes to remain teaching, but also continue her contract work ir. the

commercial sector. Respondent 48 is also a Greek interpreter part time.

Respondent 49 is the second oldest woman in the study, born in 1944. After finishing

high school she studied finance part time at TAFE. Respondent 49 first worked in a

solicitor's office, followed by six months i'1 the Anglican Church office as a secretary.

She then worked for a chartered accounting firm interstate for 18 months. When the

practice split up, she went with one of the partners to another firm of chartered

accountants. Then she became pregnant and resigned to have her first child in 1967.

Respondent 49 and her family then moved to regional NSW for her husband's work. She

admitted not working much at this time because of the child and also becaus 3 . the

profession were not very accepting of working mothers. She had her second child in

1969. Respondent 49 then remained out of the workforce for ten years whilst she

recovered from a serious car accident. She then completed further accounting

qualifications at university, finishing it in 1978. Respondent 49 then moved to the city
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with her family. Over this period of time, respondent 49 had developed a small c lent

base of clients who she performed accounting work for. Respondent 49 worked as a

teaching assistant at university for one year. She left this job due to the lack of pay and

the long drive to work. Respondent 49 then performed some contract work as well as

working part time with a couple of accountir g firms.

Finally in 1982, respondent 49 established Ler own accounting practice. She still works

full time. Respondent 49 has no specific plans for retirement, but anticipates working for

at least another five years.

Respondent 51 was born in 1962 and had several jobs before deciding on an accounting

career. After leaving high school she held series of unrelated jobs in several different

organisations. Respondent 51 then completed a accounting degree. She then worked in

the Australian Tax Office for ten years. Respondent 51 established her own accounting

practice in Sydney in 1996.

Respondent 51 is currently at a point of change in her life and career. A number of

personal circumstances, the death of her father and a career change for her husband, riean

that she is reevaluating her career options. She has the option of focusing on property

development with her husband, expanding her own business, or putting her business on

hold whilst her husband pursues an opportur ity that will involve travel around Australia.

Respondent 52 graduated in 1982 and started working for one of the large professional

services firms. She was based in the audit division and reached the grade of senior

manager. In 1993 she left after ten years tc have a family. Then the following yea: she

did some TAFE teaching on a part-time basis. She then returned to the professional

services firm to complete a special assignment. Respondent 52 then had her second child

and she remained out of the workforce for two years. In 1997, respondent 52 returned to

work part time with a small one partner accounting firm. She stayed there 6.5 years until

November 2003 when she moved to the current organisation. Since starting with the

firm, respondent 52 has steadily increased her hours of work so that she now works
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school hours.	 Respondent 52 indicated she is reasonably happy at her current

organisation and is not looking for any career change yet.

Respondent 54 was born in 1957. After she graduated, she worked for various corporate

sector companies. During that time she also maintained her Tax Agent registratial so

was able to complete tax returns for family and friends. After the birth of her se(•ond

child 17 years ago, respondent 54 was retrenched. She then began working as a

consultant for other public accounting practices, believing that this work would provide

greater flexibility. With the introduction of the GST, respondent 54 chose to establisF her

own accounting practice in 1999.

Respondent 54's future goals are to expand the business and maybe employ some help.

She does not have any specific retirement plans, but may retire around 55-60.

Respondent 56 is the oldest person interviewed in the research, born in 1932 in Poland.

She moved to Australia in her twenties. After her marriage broke up, she moved from

Victoria to Sydney in 1958 and approached the Chartered Accountants looking for work,

but they refused to recognise her Polish qua ifications. She then found a job in the travel

industry running a travel agency until 1970. Respondent 56 built the business up quite

well, but left when it went bankrupt. She then performed some travel consultancy work

for a British and American syndicate wanting to establish a travel business in Australia.

However that failed. Respondent 56 was then approached by a printing company, v hich

had dealings with, and worked for them for 18 months until it dissolved. She then went

into the printery business herself. By the mid 1980s respondent 56 felt she was becoming

stagnant in the job and the emerging technology was affecting her business. She finally

reentered the accounting field when a friend's husband offered her a _job as an accountant.,

where she worked for six years. Respondent 56 then started being concerned ;.lbout

securing her financial security in older age, so purchased a cleaning company with 13

staff. She ran it in parallel with the accounting work. Ultimately she was forced to close

the business due to tax issues over employing staff. In addition, her partner in the
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accounting firm died in 1989. So at the age of 58 she chose to go back to school. and

completed the accounting course within two years. She became accredited in 1992..

Respondent 56 then established her own accounting practice. She found clients through

her local church, and local businesses in and around her home suburb. Responder t 56

then moved to the country in 1997. She init: ally moved to the country to 'retire and grow

roses'. However, she had around 90 clicnts and they all wanted her to remain in

business. Respondent 56 is now working because she likes the mental stimulation. She

has no plans for retirement.
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