
Diversity, equity and inclusion (DE&I) continue to rise 
in importance across society and business, including within 
the accounting profession. The greater social consciousness 
has expanded to understand that DE&I has real value and 
importance, and that each of us have the opportunity to ensure 
that we don’t just talk about it, but that we actually do something 
to drive positive change. 

There have been decades of talk around DE&I and significant 
efforts pushing legacy solutions that don’t seem to have made 
much progress, as a recent joint research paper from CalCPA and 
the Institute of Management Accountants (IMA) illustrates. 

Select findings from “Diversifying U.S. Accounting Talent: A 
Critical Imperative to Achieve Transformational Outcomes” are 
presented here and the full report is available at  
imanet.org/diversifying-accounting-talent.

The report finds a significant diversity gap exists between 
senior leaders and the broader accounting profession. Of 10 
leaders in accounting, nine are white, eight are male and a small 
number openly identify as LGBTQIA. After decades of talking 
about DE&I practices and solutions such as scholarship programs, 
these stats have not changed much among those who lead us. 

A lack of diverse role models and sponsors in senior positions, 
poor DE&I practices and a lack of a supportive DE&I cultures are 
among the reasons why underrepresented groups are leaving 
their employers or the profession altogether. Lack of diverse role 
models at leadership levels also negatively impacts the ability to 
attract underrepresented students into the accounting pipeline. 
And it also undermines the ability of organizations to retain diverse 
accountants to groom them for senior positions.

This presents an opportunity for our profession to make a 
real difference—the time for change is now. The CalCPA Diversity 
Equity and Inclusion Commission (CDEIC) was recently formed as 
a means to do something, not just say something, so that we can 
be part of this change, part of something bigger than us, bigger 
than California, to improve DE&I across the profession and around 
the world. We like to think big! 

As the saying goes, there’s strength in numbers. We believe 
there’s also strength in diversity of ideas, experiences and 
perspectives—the mix. There’s strength in a safe, inclusive 
environment on which those ideas can be shared and 

collaborated—how well the mix works together. There’s strength 
in ensuring everyone has equitable access to the sharing and 
collaboration—belonging to the mix. 

So what does this mean? We’re calling on you to be part of 
the mix and work with us on real solutions that improve DE&I 
across the profession. In the coming months, the CDEIC will 
add a recurring column to this magazine that will focus on the 
doing, the actions of you and others in our inclusive community 
to affect change. If you know about efforts that are making real 
progress to close the diversity gap, to improve DE&I for a long-
term sustainable profession, we’re all ears! Send us the details to 
inclusion@calcpa.org. We’ll keep the light on for ya!

Kathy Johnson, CPA, CGMA
Chair, CalCPA Diversity, Equity and Inclusion Commission
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A Profession Reflecting Life:
 Bringing Diversity, Equity & Inclusion  

to the Accounting World

Raise Awareness
by identifying and mitigating 

unconscious bias so people of  
all backgrounds are recognized 

 and valued

Drive Career Choices 
by taking specific steps to ensure 

that people of diverse backgrounds 
have equitable access to the factors 

that enable career advancement

Key Focus Areas for DE&I Action

Attract Diverse Talent 
by promoting the profession as a 
desirable career path for people 

regardless of gender, ethnicity, race 
or LGBTQIA identification

Increase 
Accountability for 

Progress 
by defining, transparently reporting, 

and linking performance to  
DE&I metrics



*
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Only half of the  
respondents of all  
backgrounds view  

the profession as equitable  
or inclusive, and an even 

smaller proportion of 
demographically diverse 

respondents share this view.

2019 U.S. 
Population

2019 U.S. Accountants 
and Auditors Workforce

2019 Sitting CFOs 
of Fortune 500 and 

S&P 500 Companies

2018 Partners in 
Accounting/Finance 

Functions of U.S. 
CPA Firms

Females 50.8% 61.7% 13.9% 23%

Hispanic or Latino 18.5% 8.9% 1.6% 2.0%

Black or African American 13.4% 8.5% 1.4% 1.0%

Asian 5.9% 12.0% 4.9% 4.0%

American Indian and 
Alaska Native, alone 1.3% Data not available Data not available 0.2%

Key Statistics: U.S. Population, Accounting Workforce & Accounting Leadership

Respondents Who Left Their Jobs in Accounting or Finance Because 
of a Lack of DE&I

Nonwhite, 
Hispanic, 
or Latino 

Respondents

Female 
Respondents

LGBTQIA 
Respondents

A lack of equitable treatment 49% 43% 55%

A lack of inclusion 38% 30% 51%

A lack of diversity 28% 18% 52%

Defining Diversity, Equity and Inclusion
 

DIVERSITY: Any dimension that can be used to differentiate groups and people from one 
another. These dimensions, such as  age, ethnicity and gender can be visible or tangible; 
or they may be invisible or intangible, such as thoughts, perspective, experiences, belief 
systems, faith, culture, sexual orientation.
 
  EQUITY: The promotion of justice, impartiality and fairness within the procedures,
  processes and distribution of resources. 

INCLUSION: A state of being valued, respected and supported.

Of the nearly 3,200 survey respondents and interviewees, 47% identified as female, 68% identified   as white or Caucasian and 7% identified as LGBTQIA.
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CalCPA DE&I Commission Roster
Rachelle Castro (BFBA, LLP)

Heather Collins (CalCPA Staff Liaison)
Kristen Contreras (LevelUp Financial Partners)

Kim Drumgo (Anthem, Inc.)
Abimbola (Bim) Famuyiwa (Abimbola A. Famuyiwa, CPA)

Osvaldo Gutierrez (Price, Paige & Company)
Kamari Hooks (Grad.  Student at California Baptist University)

Kathy Johnson (J.S. Held LLC)
Rosa Kuybus (Graduate Student at University of San Diego)

Matt Martin (Citrin Cooperman)
Alejandro Mendez (Deloitte)

Brad Monterio (CalCPA)
Jodie Nakajima (Sonos, Inc)

Shannon Nash (Reputation.com)
David Neighbors (BDO USA, LLP)

Charlie Osaki (Cerritos Community College)
George Pinto (Silicon Valley Accountancy Corporation)

Heather Pownall, (ISC 2)
Anthony Pugliese (CalCPA)

Okorie Ramsey (Kaiser Permanente)
Cheryl Smith (CalCPA)

Patricia Williams (Mt. San Antonio Gardens)

Nonwhite, 
Hispanic, 
or Latino 

Respondents

Female 
Respondents

LGBTQIA 
Respondents

A lack of equitable treatment 49% 43% 55%

A lack of inclusion 38% 30% 51%

A lack of diversity 28% 18% 52%

Respondents Who View the Profession as 
Inclusive or Equitable

I believe the 
profession is 

equitable

I believe the 
profession is 

inclusive
All 48% 50%

White heterosexual males 67% 69%

Nonwhite, Hispanic, or 
Latino

26% 30%

Females 33% 37%

LGBTQIA 54% 55%

Of the nearly 3,200 survey respondents and interviewees, 47% identified as female, 68% identified   as white or Caucasian and 7% identified as LGBTQIA.

73%
Of underrepresented racial 

and ethnic groups say they do 
not consistently receive fair 

treatment in the  
recruitment process.

73%
Of female respondents said 

leaders demonstrate 
unfair prejudice/bias against 
female professionals, which 

negatively affects 
promotion.

60%
Of LGBTQIA interviewees who 

said leaders demonstrate unfair 
prejudice or bias against them, 

which negatively  
affects promotion.

50%
Persons who are LGBTQIA who 
said they do not have equitable 

access to sponsors/mentors 
within their organization.

50%
Persons who identify as 

LGBTQIA who said they do 
not consistently receive fair 
treatment in the recruitment 

process.

66%
Female professionals who said 

they do not have equitable 
access to sponsors or mentors 

within their organization.

63%
Of female respondents who said 

there is greater emphasis on 
recruitment rather than 

retention for female 
professionals.

70%
Of underrepresented racial and 
ethnic groups indicate they do 
not have equitable access to 

sponsors/mentors within  
their organization.

62%
There is greater emphasis on 

recruitment rather than retention 
for underrepresented racial  

and ethnic groups.


