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ess talk, more action. These 
four words rang loudly in the ears of 
participants in a video call in the summer 
of 2020. A handful of CalCPA and 
Institute of Management Accountants 

(IMA) staff members, including both CEOs, 
shared observations about the lack of diversity 
among senior leadership in the accounting 
and finance profession and embarked on a 
journey to do something about it.

Being accountants, we knew we needed 
data. And we knew we’d have to bring 
others on board to effect the change we 
wanted. Now, after more than 8,000 survey 
respondents, 100 interviews, hundreds of 
emails and dozens of discussions, we stand 
at the culmination of a five-series research 
project examining diversity, equity, and 
inclusion (DE&I) in the global accounting 
profession. We have assembled dozens of 
organizations, including nearly three dozen 
U.S. state CPA societies, and are moving 
toward collective action. 

What We Learned
The first study, Diversifying U.S. Accounting 
Talent: A Critical Imperative to Achieve 
Transformational Outcomes, revealed a diversity 
gap in the U.S. accounting profession—greater 
diversity broadly across the profession than in 
senior leadership roles. It also highlighted a 
diversity gap across the profession for specific 
racial and ethnic groups—Black and Hispanic 
or Latinx, in particular. 

When the International Federation of 
Accountants (IFAC) joined IMA to replicate 
the U.S. study in Asia-Pacific, Europe and 
the Mediterranean, and the Middle East and 
North Africa, data exposed a similar lack 
of diversity among senior leadership and 
confirmed that, globally, diverse talent isn’t 
advancing because of inequity and exclusion.

The capstone research report, Diversifying 
Global Accounting Talent: Actionable Solutions for 
Progress, released April 2022, uncovered a few 
hard truths about the profession (see chart): 
•	 Fewer than 60 percent of respondents view 

the accounting and finance profession as 

equitable or inclusive. Respondents in the 
U.S. are least likely than any other regions 
explored to share this view (see Table 1). 

•	 More than 40 percent of female 
respondents in each region, and as 
many as 73 percent of women in the 
U.S., cite bias affecting recruitment, 
assignments, peer-to-peer interactions, 
promotions, compensation, mentoring 
and sponsorship, and retention.

•	 On average, 42 percent of  
female respondents left a company due to 
a perceived lack of 
equitable treatment 
or inclusion;  
12 percent of 
women reported 
a lack of DE&I 
contributed to 
them leaving the 
profession altogether.
When we explored various demographic 

groups—women, different racial and ethnic 
groups, nationalities and sexual orientation—
across each region, we learned that a subset 
of diverse talent from all focus demographic 
groups have either left an employer or the 
profession due to a lack of DE&I.

Our Responsibility
Along with the state of DE&I within the 
profession, we identified other catalysts for 
action: an ethical obligation and increased 
demand for sustainable business information 
around DE&I.

Accountants must protect the public 
interest and have an ethical imperative  
to maintain honesty and integrity, committing 
to fair decisions free from bias. An extension 
of accountants’ ethical obligation is their 
evolving role in reporting sustainable 
business information, commonly known as 
environmental, social and governance  
(ESG) reporting.

The acceleration of accounting for ESG 
includes focusing on DE&I as a component of 
the “S” in ESG. This inclusion recognizes that 
the contributions and value of people who 

compose a workforce require due attention 
and care—including the elimination of 
unfounded bias.

Taking Action Now
To enable DE&I progress, our report 
(available at myima.org/DEIsolutions) proposes 
more than 70 actionable practices that 
individuals and organizations can implement. 
All practices are classified in one of two 
categories: attract diverse talent, and retain 
and promote diverse talent.

The inventory of practices includes 
approaches to mitigating the risk of bias in 
recruitment, such as ensuring language in 
job postings does not discourage persons 
of specific backgrounds from applying, or 
anonymizing candidates’ résumés before 
review. It also recommends regularly 
surveying staff to understand their perceptions 
of inclusion within the organization and 
auditing the demographic composition of staff 
at all levels.

Some actions are for individual 
organizations, and others, such as programs to 
better prepare persons in disadvantaged groups 
for the profession or marketing campaigns 
to heighten awareness of the profession as a 
desirable career path for all, would be best 
implemented with multiple organizations. 

We stand more than 60 organizations 
strong, committing to collective DE&I action. 
We’re united in what we’re asking for and 
prepared to achieve it. Are you?

Loreal Jiles is VP, research and thought 
leadership, at IMA. Heather Collins is senior 
director—DE&I, pipeline and engagement, for 
CalCPA. You can reach them at Loreal.Jiles@
imanet.org and heather.collins@calcpa.org.
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I believe the profession
is equitable.

I believe the profession
is inclusive.

Asia-Pacific Europe and Middle East and North America:  All Regions
 the Mediterranean North Africa United States
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Table 1

Respondents Who View The Professions As Equitable or Inclusive (all genders)


