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Abstract
The accounting profession, especially in the United States, is one of the most racially under-represented sectors in the economy. Despite the many racial equality and equal employment opportunity initiatives by the United States government, the profession severely lacks adequate representation for minority African Americans (Violette & Cain, 2017). The purpose of this paper is to examine and discuss the effective barriers to entry for African Americans in the accounting profession in the United States. This paper adds to the conversation by identifying and discussing the various obstacles faced by black accounting professionals, both before and after the 1960s. This decade is used for its implications on education and the federal mandate for equal employment opportunity. Relating to minority employee retention, this paper also offers recommendations to the profession on areas of improvement, and facilitates a discussion on how such disproportional demographic representation in the accounting profession exists and is perpetuated. The research concludes that barriers in accounting still exists, though in different forms such as access to resources. Lastly, this paper leverages interdisciplinary research which highlights values development and its relative importance in the accounting profession. 

Common intro and conclusion. 











Barriers to Entry for Blacks in America in the Accounting Profession
Introduction
During the past two decades, significant progress has been made to increase the opportunities for minority groups within the accounting profession, but a lot still needs to be done as the number of black minorities remain significantly lower than that of other races. To explore this perspective, this paper sought to examine the barriers to entry for blacks in America which have resulted in the accounting profession’s disproportional race demographics. The paper examined the historical barriers to entry to the profession and identified education and professional experience to be among the primary historical barriers. Despite the many efforts to diversify the accounting profession, the gains achieved have been insignificant. This is depicted by the few number of black professionals in accounting. This paper purports that while some significant barriers associated with entering the profession have been diminished, the cyclical oppression of blacks in America is ever prevalent in the accounting profession. Furthermore, the disparities later discussed are responsible for the inhibiting factors that deter many blacks from choosing to pursue accounting as a career choice. 
Background (bring in 1933 article) 
African Americans entry into the accounting profession is not a problem that started recently. Before the 1960s, there were very few black Americans in the profession. As such, in 1969, the Minority Initiatives Committee was formed to help encourage the number of blacks pursuing education to consider a career in Accounting. According to Violette and Cain (2017), the committee was formed by the AICPA and its primary mission was to provide educational opportunities, and to encourage and promote the hiring of minority accounting students. By 1979, the committee had started recording some remarkable improvements as they reported increases in the number of minority CPA holders from 150 to about 1,000 (Violette & Cain, 2017). While this was impressive, it only represented 4.3% of the accounting professionals. More than four decades later, the trend towards increasing the number of minority accounting professionals seems to still face serious challenges. By 2015, the AICPA shows that African Americans in the accounting profession only comprises 5% of the total profession (Violette & Cain, 2017). This population represents those who have achieved a Bachelor’s and Master’s Degree in Accounting. Therefore, the statistical background shows that from 1979 to 2015, therefore the profession has seen a 1% increase in the number of blacks in the profession.
Barriers to Entry into Accounting Profession
Educational Barriers 
Low Self-Efficacy 
Research studies have examined low self-efficacy within minority groups in the United States and finds that low achievement and even decreased career choice options. According to Violette and Chene (2012), self-efficacy is specific to individual performance domains. It largely depends on the success and failure experiences within the group. Although there is no research examining the construct of personal self-efficacy and its implications on black students studying accounting, a broader developed experiment may have significant implications to self-efficacy in the accounting profession (Rkein & Rkein, 2018). 
Additionally, sociological studies have identified a connection between the African Americans and personal efficacy measures. The studies have determined that African Americans score lower compared to their Caucasian counterparts on personal efficacy measures (James & Hill, 2009). Therefore, self-efficacy development is dependent on the success and failure of performance experiences. Research studies further suggest that institutional inequalities also serve as entry barriers that deprive blacks of opportunities for successful experiences that influence high personal efficacy (Violette & Cain, 2017). For centuries, African Americans have faced serious challenges including institutional inequalities that have affected their drive and dedication to pursue certain careers. Given the unique history of America, these institutional inequalities do not translate to intentional racism. However, it is still possible to determine a connection because the perpetuation of institutional systems that consequently result in gaps in racial equality, can be measured (James, 2008). Low personal efficacy is directly connected to low self-efficacy among marginalized groups. According to McCurtis, Wigherspoon and Speight (2009), low personal efficacy can result in low self-efficacy among marginalized groups regarding certain career paths, especially those that are considered or perceived to be prestigious or difficult like accounting. 
Even though low personal efficacy suggests that blacks may have low self-efficacy for a career in Accounting, additional research highlights contradictions and ambiguity in understanding how low self-efficacy can influence African Americans entry into the accounting profession. Some studies have established that blacks have high self-efficacy from a cognitive performance perspective compared to Caucasians (Gaffney et al., 1995). Such studies seem to present contradicting evidence that tend to challenge the influence of self-efficacy performance on occupational domains. However, it is possible to establish a relationship with other factors that influence educational opportunities among this group. 
Educational outcome expectations 
Outcome expectations, as Gaffney et al. (1995) explained, comprises personal beliefs and values about the impacts of pursuing a certain career path. This construct can be viewed from two perspectives; a person’s work values, alongside their perceptions of the expected outcomes. A person is more likely to develop interest in a particular field if he or she can find some commonly shared values in the profession. This is one of the main reasons that the accounting profession’s race demographics remain disproportional to society. Research has established that Blacks and Caucasians have different work values which influence their career choices. Given American history, wealth in America has remained disproportionally distributed and as a result, blacks do not share the same expected benefit nor importance associated with the profession. More specifically, accountants are perceived to make the wealthy even wealthier, and blacks have never been afforded equal opportunities to access wealth therefore, blacks do not tend to see the value in pursing accounting as a viable career path. The perceived expected outcome for blacks in the accounting profession is less than the expected outcome of their white counterparts. According to Bell (1985), blacks and whites have different priorities on work values which inherently affect their career choice. Evidently, these expectations can have different impacts on the individual’s life and even the career they choose to pursue in school. 
Work values have also been associated with the career choice disparity in the accounting profession. Work values involve the standards that guide an individual’s decision on their life. These values range from the level of financial success to individual preferences such as work-life balance. While work values are constructed from cognitive structures, they also have behavioral influences. As such, these values serve a critical role in satisfying an individual’s need (Ahmed, 2012). Values exist in different levels such as individuals, groups, and countries. For the purposes of this paper, the discussion is limited to individual and group values in relation to how blacks choose to pursue accounting as a career path. As a group, African American share values with the members of their racial group and this can motivate an individual’s action and career choice. One of the factors that affect group values include previously lived experiences, which impact values development in different ways. Blacks, historically, have been marginalized in educational opportunities for centuries and even though today, there have been significant advancements, educational opportunities still limit blacks compared to whites (Violette & Cain, 2017).  Therefore, it is stated that education still serves as a barrier to the profession however, just not as prevalent. Success and failure experiences, alongside commonly shared values, can individually shape values development among the African American group in two ways. 
First, children who develop their values in the current age learn from the information and messages shared to them by parents, older siblings, and other trusted adults. Secondly, mass media has played a significant role in influencing how past experiences shape the development of the current generation’s perception and values on various career decisions. With the technological advancement and mass media widening, information has become more accessible to people at unprecedented rates. This means that children, who did not experience the institutional inequalities in the last century, can understand the experiences through the messages they get from relatives and the mass media. Therefore, from both dimensions, African American children are more equipped with information about social and economic inequalities that their ancestors lived through, which also inform and affect their decisions today. In terms of beliefs and values, research has shown that blacks who pursue accounting as a profession are more likely to consider the profession as a compliment to their own value system (Hammond, 2003). However, these perceptions are countered by the aforementioned differences in self-efficacy and is evident in the profession’s race demographics.
Educational System
The educational system in the United States has been considered to have longstanding opportunity gaps. African American students, according to Mithu Dey (2019), are less likely to have access to tertiary courses after completing their K-12 education. Public schools have also been cited for offering less flexible curriculum, larger class size, underfunding, and inadequate discipline measures. These are critical factors that have been determined to influence success and entry to colleges and universities, and yet, they are disproportionally accessible to black students in public schools. Even though some may argue that public schools in the United States, more than ever, are rich in diversity, tuition-free, and require provisions for after-school programs, African American students are still exposed to a wide range of inequalities which limit their opportunities to participate in honors or advanced placement courses compared to that of a white child (lee & Schimdt, 2014).  
Advanced coursework is critical in helping students prepare and understand the path toward college and career success. These courses prepare students for college and university life, which facilitates a seamless transition into tertiary institutions. According to James (2008), most of the advanced courses are very challenging apart from the fact that they impart critical knowledge that enables a child to transition successfully to college life. Even though there are some advantages, especially for African American children in the K-12 educational systems, which could equip them for Accounting and statistical courses, the lack of opportunities to enroll in advanced courses limit their success or even their drive to enroll for accounting courses when they get the opportunity to go to college. The K-12 educational system provides black students with the opportunity to interact with teachers from their racial groups (African American teachers) who can motivate them and bring a sense of commonly shared values in the courses that relate to accounting, like Mathematics. Therefore, at this level, these students benefit academically and socially from their teachers who they can resonate and associate with. 
Lack of Access to information 
Connecting with teachers from their race gives black students hope and the confidence to pursue these courses. However, the lack of this connection at the elementary level limits access to information that may help them pursue accounting. Lack of access to information about accounting is another reason that results in low entry into the Accounting profession among African Americans. Research suggests that African Americans have less information compared to their Caucasian counterparts about careers (James & Hill, 2009). This disparity can create misperceptions and misconceptions which influence an individual’s career choice. Studies suggests that students with negative perceptions and attitudes about Accounting as a major were likely to be black rather than white students because they lacked information and a connection to the profession (Violette & Cain, 2017). These misperceptions and misconceptions reduce the individual’s likelihood of accessing the right information and can even affect their career choice. To the extent that black students have limited or no access to information about accounting profession, they also have limited opportunities to correct their misconceptions and misperceptions. 
Furthermore, studies have asserted that access to career information, which often comes through personal contact and relations, also has a significant influence on a student’s career decision. As the AICPA report shows, currently, the black Accounting professional population comprises only 5% of the entire profession (Violette & Cain, 2017). Research has further showed that more than 85% of students who choose career in accounting have known someone who is an accountant, which suggests that students can choose the career if they have had some personal contact with someone in that profession (Rkein & Rkein, 2018). 
The role of mentoring and role models is also critical in the Accounting profession as research has shown. Mentoring and networking programs, according to Mithu Dey (2019), have increased in the past years. Most of the African American students who have pursued their career in this domain have expressed their satisfaction and the important role of mentoring in helping them gain confidence in choosing Accounting as a career. According to Mithu Dey (2019), more than 67% of African American Accountants in 2017 said that mentoring has helped them. The formal mentoring programs, as shown in the figure below (Exhibit 1), have increased in the United States. 
Exhibit 1: Formal Mentoring
Formal mentoring is on the rise in the United States. Survey results show that the number of people benefiting from formal mentoring programs is becoming increasingly important.
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From the above chart on formal mentoring programs, it is possible to understand the argument that despite decades of progress and increased opportunities, the number of black students taking accounting courses in colleges and universities is still significantly low. While formal mentoring and networking programs have increased, African Americans are still not present in the networks where they can find opportunities to advance their career. Mentoring plays a significant role in helping students understand and identify the importance of pursuing the career. While formal mentoring is different from informal mentoring, African Americans lack both mentoring programs that encourage them to make decisions that will lead them to Accounting professions. Whole mentoring can include selected or appointed people, it is mainly volunteering, which explains why many students who have pursued Accounting have personal contact with an accountant. As Mithu Dey (2019) further explains, the goal of mentoring for blacks remains unchanged. Mentoring is a process that begins with trust and the ability of one to see potential in another. This requires someone who is in the same profession to better portray the potential benefits associated with the course or career. Otherwise, anyone who is not an Accountant trying to explain the potential benefits of pursing the career would be dubious and insignificant. Mentoring, as Lee and Schmidt (2014) explain, is one way to increase the retention among the marginalized groups in colleges and other tertiary institutions. Students who participate in mentoring programs demonstrate high self-esteem and higher academic achievements. Mentored students feel more comfortable sharing their concerns and problems with a mentor or someone they are close to rather than the school or faculty administrator. Black students in primary and secondary schools have increased access to black teachers compared to college and universities. This fact can explain why black students in primary and secondary schools can perform comparably to their white counterparts and share alike optimistic perceptions in choosing a career. However, black students cannot maintain such comparable and alike optimism in their careers or in college due to the lack of access to black mentors. The reason is mainly influenced by the presence of mentorship programs and role models at primary and secondary schools where they interact with African American teachers. Mentorship, according to Mithu Dey (2019), helps students to connect with the professionals as well as create a relationship that can help them increase their career progression and development potential, which extends far beyond the school. 	Comment by Terrell Foster: Break up paragraph

For Caucasian students who chose to pursue Accounting careers, having a close relative such as a parent, aunt, uncle, or other close relatives who is an accountant plays a significant role in mentoring and shaping their interests in the profession while they are young. Due to the current underrepresentation of the blacks in the Accounting profession, the possibility that students from this group will have someone close to them in the Accounting profession to help influence their career choice or decisions is very minimal. The AICPA statistics demonstrates such underrepresentation. From 1979, the black Accounting population has only increased by 1% (Violette & Cain, 2017). Research on mentoring suggests that non-familial mentoring relationships among blacks reduces the probability that blacks will pursue careers related to domains they do not understand, or do not have a direct connection to such as accounting. The research suggests that people tend to form natural relationships with the people they perceive as younger versions of themselves. This can be someone very close like a family member as explained above. Importantly however, the family member must be in the same profession to help the mentee contextualize the possibilities and realities of pursuing a profession. Lack of this context limits the effectiveness of the mentorship. This understanding can provide reasoning as to why children at the primary and secondary levels are more motivated to pursue challenging and ambitious career paths. Unfortunately, however, the wide range of possibilities and opportunities which are perceived to be available to them diminish as the student advances and progresses in education. 
Professional Experience Barriers
Mentorship in Workplaces 
It is obvious that experience can only be gained through living the events and having a closer view of their impacts. However, entry for blacks into the Accounting profession has been minimized by many factors including lack of sufficient professional mentorship in workplaces, which has significantly affected the number of blacks getting promoted (those who are working as Accountants). Rkein and Rkein (2018) explain that despite the profession’s increased initiates to advance diversity and inclusion in the Accounting profession, the continued struggles of black Accountants are still evident. Howard University’s Center for Accounting Education (CAE) surveyed 420 participants in 2017 and indicated that 263 worked in public accounting, 101 worked in corporate accounting, and 56 worked in governmental or non-profit-organizational accounting (Mithu Dey, 2019). These statistics may seem insignificant, but it paints a picture to the disproportionate demographic in the Accounting profession. Out of the 420 participants, 221 were staff, 132 were managers, 52 were senior managers, and 15 occupied other roles in the profession (Mithu Dey, 2019). 
Despite the population of blacks in the United States increasing from12.9% to 13.6% of the total American population between 1979 and 2015, the percentage increase for this demographic pursuing an accounting-related profession increased only by 1% (Violette & Cain, 2017).  While mentorship plays a critical role in the workplace and in career growth, research shows that the majority of blacks in the profession started their careers in the Accounting profession (Violatte & Cain, 2017). This statistic exploits the Accounting profession’s significantly low hiring rates of blacks at just 3% of new hires (Violatte & Cain, 2017).
Low Participation 
Low participation from blacks in the Accounting profession is associated with unemployment inequalities and limited representation. This low participation and representation is further exploited with suppressed voices and systematic exclusion from Accounting processes. Historical developments can shed some light on professional disparities within the U.S. Accounting profession. According to Hammond and Streeter (1994), minority members who tried to pursue the profession in the early 1990s faced a myriad of challenges. Some of these challenges were extreme and extended beyond systematic suppression of blacks such as commoditization, objectification, and dehumanization of the entire black community. Black Accountants in the “GenMe” generation attempted to bring about some changes to the profession by altering the perception of accounting in the 1980s and 1990s. Many of these efforts included mentorship and promoting math education however, it seems that the movement was a failed attempt because two decades later; there is no significant improvement in the development of the accounting population among African Americans. As Caglio and Cameran (2017) explain, the historical stereotype of Accountants has also contributed to apathy among blacks in regards to the Accounting profession. These stereotypes have limited the entry of blacks in the profession despite the increasing opportunities within the Accounting profession. The figure below shows the increasing chances and emerging opportunities in the accounting profession which blacks could benefit from. 


Exhibit 2: Supply and Demand of African American Accountants
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The above data shows the supply-demand statistics for blacks in the Accounting profession. Even in the past fifteen years, statistics suggests that racial representation in the profession remains disproportional. Providing further reasoning as to why blacks do not choose accounting as a career, the above supply-demand table suggests that job stability for blacks in accounting is volatile. Additionally, the black population in CPA firms in the U.S. is currently 3% and the U.S. demographic is currently between 13% and 14%. Despite government and firm initiatives to increase minority representation, the demand for blacks in the Accounting profession has decreased and remains stagnant at 4%. Furthermore, the US Census Bureau has shown a steady increase in the black population, but no increase is seen in the profession’s black population. Even though the supply for black accountants has fluctuated between 11% and 9%, the supply for black accountants has remained disproportional to the U.S. black population. These statistics suggest that the initiatives to increase black representation in the Accounting profession are insufficient.
Low participation in the accounting profession even by those who have attained relevant degrees is further associated with the challenges of establishing credibility. Establishing credibility is one of the challenges that blacks are faced with, especially those who have received college and university education in accounting. The operational environment is still challenging and entry into the profession is complicated even for those who have attained the required certification. Another challenges associated with low participation include the inability to navigate the corporate politics. These two challenges are significant barriers prohibiting blacks from entry and inhibiting growth opportunities within the profession. 
The Inclusion Problem 
Despite claims that the Accounting profession has been diversified to reflect the diversity of the American population, it does not reflect the actual picture in the profession. Evidence shows that these obstacles and hurdles for blacks in the profession severely and negatively influence the profession’s black population. As the figure below shows, for more than five decades, professional bodies in the accounting profession such as the AICPA have been recording improvements in regards to minorities, but do not reflect the black minority group. The AICPA has existed for more than five decades and even though the total number of black accountants has increased; the increase is insignificant compared to that of other races and minority groups. 









Exhibit 3: Percentage of Black Accountants and Auditors in the Profession
The figure below shows that the percentage of blacks in the accounting profession has remained stagnant despite optimism that minority entry into the profession has increased. Other minority groups are experiencing significant growth while the statistic for blacks has barely increased in 25 years.
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The graph above shows progress in the Accounting profession by thee minority groups in the United States; blacks, Hispanics, and Asian Americans. In the past 50 years, the total number of black CPAs has insignificantly increased. The minority professionals, as the graph shows (Exhibit 3), are heavily recruited. Although it is proven that firms are significantly recruiting minorities, this broad generalization marginalizes the African American population within the Accounting profession. Specific observation on the black population shows that the trend is not as optimistic as other minority groups. To correct such marginalization of the black population, there is need to segregate the minority population by race. By doing so, firms will be able to pinpoint and combat low levels of employee retention. Baldwin et al. (2012) explains that the lack of inclusion for minority groups in the profession discourages those who have joined and results in increased attrition levels. 
Despite minorities being heavily recruited, the minority groups do not stay in the profession for long because of limited or no incentives to invite their retention. Fester et al. (2012), purports that these groups need people advocating for them as well as help them to create professional relationships. This needs to start at the college or learning institutional levels to promote and encourage accounting professional’s retention. Many people fail in business-related careers because they lack support to help them navigate the business’ corporate culture (AACSB International, 2003). In a complex and bureaucratic corporate environment like accounting, lack of incentives and inclusion can negatively impact employee retention. About 9% of the students from black communities enroll in accounting programs at the college level, while 4% are hired in private accounting, and only 1% is hired by CPA firms (Mithu Dey, 2019). One way to increase employee retention amongst minorities within the profession is for colleges and learning institutions to create academic clubs for minority students in accounting. 
Even though the AICPA has been committed to diversity for many years, over the past five decades, this has not been reflected in the hiring process of CPA firms. As exhibit 4 points, only about 1% of the black accounting professionals are hired by a CPA firm. Therefore, the commitment to diversity is just a resolution that has yet to be executed. 


Exhibit 4: CPA Firm Employment
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Most of the African Americans who join the accounting profession end up leaving because they feel unwelcomed or less accepted in the profession. The AICPA’s claim that they are committed to promote minority diversity and inclusion is controversial because statistics suggests that CPA firms hire less than 1% of the black minority group. As Hammond (2003) explains, everything that happens in the organization does not go unnoticed, especially by the minority professionals who are underrepresented in the managerial positions. The sense of being unwelcomed and less acceptable emanates from the way they interact with their organizations. 
Some other black professionals leave the profession because they feel that they are less inclined to believe that they are given high-profile and challenging responsibilities. A survey done by Howard University in 2017 showed that the percentage of black accountants who believe they are given high-profile and challenging assignments has declined over recent years suggesting higher attrition for minorities within the profession. Specifically, the survey found that black accountants are increasingly perceiving their job requirements and responsibilities as unimportant and not challenging. If this trend continues, it can be expected that the minority attrition levels will rise. In 2006, 69% of black professionals perceived their work to be challenging and important however in 2017, the percentage fell to 52% (Muthi Dey, 2019). 
Workplace Inequalities and Discrimination 
While racism has not been directly correlated to low entry into the Accounting profession, discrimination and inequalities in the workplace indicate that racism is a major factor of concern. The Howard University survey conducted in 2017 also found that African Americans were marginalized in the workplace. This marginalization hinders their career development and opportunities. Two focus groups were conducted by Muthi Dey. One focus group comprised junior level accountants and these participants suggested that technical skills are of utmost importance to be promoted whereas, a separate focus group comprising senior and managers suggests that soft skills are key. These contradicting understandings and arbitrary requirements to be promoted further adds to the hesitation of minorities from pursuing a career in accounting. In the junior staff focus group, Muthi Dey recorded the events of a minority staff member who was up for a promotion alongside five colleagues. The selection process required the employees to check certain boxes which indicated their level of skills such as supervisory and soft skills. When she asked her managers for the opportunities to attain such skills (attend trainings), she was personally denied (Muthi Dey, 2019). Evidently, she was not promoted because she did not possess the soft skills required. Soft skills are defined as social skills that allow one to build familiarity, comfort, and trust with other colleagues (Muthi Dey, 2019). In the focus group comprising senior managers, Muthi Dey documents senior management’s assertion that blacks struggle for career advancement because they lack soft skills, not technical skills. A senior level employee suggests to junior staff members seeking a promotion to attend all social events in order to develop and display necessary soft skills. In the junior staff focus group, Muthi Dey recorded another noteworthy event which exploits and contradicts the assertions made in the senior managers focus group. A participant suggests that he did possess the soft skills required but because he did not attend all of the social events, his senior managers did not perceive him to possess the soft skills required and consequentially, he was not promoted. The respondent’s reasoning for not attending was that the manager often organized social events that excluded blacks. Despite the social events being organized unintentionally or intentionally to exclude blacks is irrelevant. The fact that the managers occasionally organized events in which the respondent was or felt excluded exploits an obvious disparity. If these organized events are used to measure an individual’s soft skills, and an individual is or feels excluded because of their race, inherently there will be additional obstacles to overcome to be promoted. Based on these findings, minorities are not measured in terms of soft and hard skills as suggested by the senior focus group. These experiences, as documented by Muthi Dey, elicits the question of how lucrative and career defining opportunities are afforded, and whether or not race has a significant impact. 
Discrimination and inequalities extend to the formal practices and general operations in the organizations. Discrimination affects mainly those who have entered the profession. The survey by Howard University further demonstrated that about 45% of the participants said that their race is a factor of consideration during their employment evaluation. This percentage has not changed over the years since 2006, who still believe that their evaluators such as supervisors are always biased and lack objectivity when evaluating them (Muthi Dey, 2019). Although many studies show that minority accounting professionals are making genuine progress, they are still disregarded and never considered because of the professional technicalities and inequalities. As Baldwin et al. (2012) explain, in the last 20 years, the minority accounting professionals, especially those with PhD qualifications, have made great progress towards increased minority representation, however black minority employment remains disproportional. 
The discrimination further extends to the professional qualifications. Baldwin et al. (2012) purports that minority accounting professionals are still struggling to overcome entry barriers. Accordingly, many of the minority accounting professionals, especially those who have attained a PhD, are denied entry because they have attended nontraditional and or low-ranking schools (Baldwin et al., 2012). There are two relating implications to black minorities attaining degrees from nontraditional and or low-ranking institutions. First, it could mean that minority PhD graduates are opting for low-ranking schools due to the exorbitant resources (money) required to pursue the same degrees in high-ranking colleges and universities. Half a century ago, education was a inequitably accessible to blacks and served as a significant barrier restricting blacks from entering the profession. However, given the Civil Rights Acts and other initiatives to increase access to education, today this barrier is not as significant. Although the education barrier has been diminished, a resource barrier has emerged to further prevent blacks from entry. Black minorities are pursuing higher levels of education at unprecedented rates and many are enrolled in alternative degree programs which are often more affordable and flexible in terms of pace and completion time. Evidently however, the profession does not associate the same value and notoriety with nontraditional programs as is associated with traditional degree programs. 
On the other hand, it implies a cyclical chain of events. At first, education and professional experience were the main barriers for preventing blacks from entry. Now, the institution in which blacks receive their degree acts as the barrier. It is important to note that money plays a significant role in deciding which degree program an individual chooses to enroll. Additionally and historically, blacks tend not to have the financial means to pay for traditional degree programs. Thus, the cyclical creation of barriers to prevent blacks from the Accounting profession is exploited. Once one barrier is diminished, another simultaneously emerges which poses the final question, will blacks ever have equal career opportunities in the Accounting profession?
Recommendations and Conclusion
From this study, there are two important recommendations and inferences that can be drawn; first, there is need to introduce introductory accounting courses in high school and pre-college levels to create interests and attract students to the profession. Secondly, providing mentorship programs from the elementary levels to college to ensure that students can interact with and form trusting relationships with accounting professionals to guide and help them understand how they can navigate through the complex corporate and business sector. Most students do not opt to choose their major until they reach college. By the time they are reaching this level of education, they may have already lost the zeal and even intrinsic motivation to pursue courses with perceived complexity and difficulty like accounting. Having explained how misconceptions and misperceptions about accounting can result in decreased consideration for blacks choosing a major, colleges should establish minority accounting clubs and societies. A great step towards changing these notions and misunderstandings is to ensure that children have the right and adequate information at an early age so that when they are making critical career decisions, they can make appropriate and self-satisfying decisions. 
Lastly, to combat the low retention of blacks in the Accounting profession, professional bodies such as the AICPA should enhance its data collection system to segregate minority groups by race. This will aid in identifying cases of discrimination and inequalities that results in attrition and blacks being marginalized. Simply put, CPA firms need to hire more black professionals.  
Until the Civil Rights Acts, education and professional experience were identified as two significant barriers restricting blacks from the Accounting profession. These two barriers still exist however, they have been severely diminished. Promoting diversity and inclusion is a major initiative for the profession and over the past 20 years, minority hires have increased significantly. However, after segregating minority groups by race, blacks have made little to no progress in terms of proportional representation within the profession. Having explained the cyclical nature of barriers to entry for blacks, it is in the writer’s opinion that blacks will remain disadvantaged in the Accounting profession until these aforementioned recommendations are seriously considered. However, implementing these recommendations will only be effective if there is goodwill from the profession, especially employers. Mentorship programs and role models could enhance intrinsic motivation and encourage more blacks to pursue a career in accounting, however it will not be significant if the supply of blacks possessing degrees in accounting are unable to secure employment, or if they are not afforded equal career opportunities such as promotions. 
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Mixed Progress
The percentage of black accountants and auditors has barely budged in nearly 25

years amid gains by other minority groups.
M Black M Hispanic [l Asian

15%
12%
9%
%
3%
1995 1999 2002 2005 2010 2015 2018
Total Number of Accountants & Auditors

73M 93M

™ 1.68M 1.65M

1.53M 1.66M

it yoar data avilable
Source: Buroau of Labor Statistics Currnt Population Survey.





image4.png
CPA Firm Snapshot
Just 1 percent of CPAs employed by public accounting firms are black. In comparison,
roughly 13 percent of the U.S. population is black.
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