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General Background: The glass ceiling remains a significant issue in the accounting profession, reflecting persistent gender inequality despite women constituting a large proportion of the workforce. Specific Background: In Indonesia, the phenomenon is exacerbated by cultural and structural barriers that hinder women’s progression into leadership roles. Previous studies have primarily focused on developed countries, leaving a gap in understanding within developing nations like Indonesia. Knowledge Gap: There is limited empirical evidence on how professional women in developing countries perceive the glass ceiling and the factors contributing to it. Aims: This study aims to explore women’s perceptions of the glass ceiling in the Indonesian accounting profession and identify demographic, cultural, and structural factors influencing these perceptions. Results: The study found that perceptions of the glass ceiling are significantly affected by bias in performance evaluations, structural barriers like lack of mentoring, and cultural influences from male leaders. Marital status and having children also play critical roles, with single women and those with children more likely to perceive a glass ceiling. No significant difference was found between public and private sector accountants in this regard. Novelty: The research provides unique insights into the interplay of cultural and structural factors in a developing country context, highlighting the specific challenges faced by Indonesian women accountants. Implications: These findings can inform companies and policymakers to devise strategies to mitigate gender biases and support women’s career advancement. By addressing the identified barriers, organizations can retain talented female employees and enhance gender equality in leadership positions.
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INTRODUCTION
Glass ceiling is related to barriers, such as organizational or social pressures, that exclude women from leadership positions (). According to , glass ceiling will lead to negative effects on organizations, including the loss of talented female employees and long-term costs. Their commitment to the organizations will be lowered because they cannot fully develop professional abilities. When female employees perceived that there are limited opportunities for career advancement, they are more likely to leave their organizations (). Consequently, organizations will bear a high-level of employee turnover due to the low commitment ). Apart from the organizations, Cohen et al. (2020) state that glass ceiling may also bring long-term problems for the profession.
The glass ceiling is a phenomenon of particular concern in the accounting profession .; ; ). Although in recent decades the proportion of newcomers to the accounting profession is relatively equal between men and women, only a quarter of female accounting professionals have successfully become partners in public accounting firms (). This condition indicates that women are still underrepresented in the top positions of the accounting profession. Therefore, it is important to examine the perceptions of glass ceiling in the accounting profession to assess whether the glass ceiling is the reason of their underrepresentation from upper-level managements. Women who feel the existence of glass ceiling are less likely to be interested in pursuing promotions. Thus, this problem can create behavioral conclusions that perpetuate the glass ceiling (; ).
According to , ,  gender inequality will bring adverse effects on work outcomes, including low job satisfaction, less commitment to the organization, and a high propensity to leave. Based on the Global Gender Gap, Indonesia is ranked 92nd out of 146 countries with a GGGI score of 0.697 or 69.7 percent in 2022 (). Thus, Indonesia still needs to improve gender equality problems. In accounting profession, Indonesia created approximately 35,000 accounting students annually from various universities ). The large number is also accompanied by a phenomenon that women are the dominant graduates (Satria, 2019). Then, the Indonesian accounting profession needs to ensure that its members do not experience gender equality issues. Therefore, it is necessary to examine the perceptions of glass ceiling on accounting professional women in the context of Indonesia.
Previous researches have examined the glass ceiling in accounting profession (e.g. ; ; ; ; . However, those researches related to the accountants’ perceptions of glass ceiling are mostly conducted in developed countries, while in developing countries are still limited. This is a gap in the research because developing countries are more prone to experiencing gender inequality than developed countries. Prior research on the glass ceiling in Indonesia are conducted in government bureaucracies ; ; ; ), and a hotel industry (). Meanwhile, the research that specifically investigates the perceptions of glass ceiling on accounting professional women has not been carried out comprehensively. Thus, this research is intended to fill this gap by conducting the survey research related to the perceptions of glass ceiling of accounting professional women in Indonesia. Furthermore, this research will also examine factors that influence the perceptions of glass ceiling, including institutional factors (bias factors, structural factors, and cultural factors) and demographic factors (marital status, children, and public versus private accountants).
This research employs the bias-centered, structure-centered, and culture-centered glass ceiling theories in examining the factors associated with the perceptions of glass ceiling. 
Bias-Centered Theories
The bias-centered theory explains that the existence of a glass ceiling is led by biased male organizational leaders, consciously or unconsciously, towards the promotions of women to upper-level management of the accounting profession (). ) find a positive relationship between bias and the perceptions of glass ceiling, meaning that respondents sense the occurrence of glass ceiling when they believe that women and men are not treated equally regarding formal performance assessments. Gender norms explain that men are supposed to have assertiveness, ambition, and competitiveness. Meanwhile, women are supposed to have communal traits such as sympathy ; ). Despite the fact that women also often become breadwinners like men, the belief that men are committed to full-time work while women have the primary duty of taking care of the household continues to exist in organizational. Thus, biased individuals may view women as less committed to their careers and less qualified for promotions ().
H1: Unequal treatment regarding performance assessments has a positive effect on the occurrence of glass ceilings reporting inside their companies
Structural-Centered Theories
Structural-centered theories explain that systematic and structural practices in organizations such as distinctive treatments for men to have access to mentoring and networking chances, as well as professional job assignments opportunities are the reasons of the presence of glass ceiling ). Access to mentoring chances is essential for career advancement (). A barrier for women to get mentoring opportunities is because they are underrepresented in top-level positions, hence women often have to develop mentoring relationships with men (). Mentoring relationships with men can be viewed as an issue that has sexual content and lead to misunderstanding. This further adds to the difficulty for women to get mentoring relationships from senior leaders. The research of  find that a shortage of high-level organizational mentors who actively support gender equality hindered the promotional chances for women to top-level managements. () also find that a shortage of mentoring chances for women is a major structural factor that led them to notify the occurrence of glass ceiling in their organizations.
H2: Unequal treatment in terms of professional advancement chances in the women accounting profession (e.g., high-profile duties, mentoring chances, networking chances, etc.) has a positive effect on the occurrence of glass ceilings reporting inside their companies..
Cultural Centered Theories
() argue that through informal networks with senior leaders, women have the opportunity to get information dissemination that happens in these information circles. This information contains the knowledge of prominent customers, specializations, and informal traditions within their organization. In addition, informal networks will provide women with support through informal mentoring arrangements that lead to career negotiation in a company. However, the cultural centered theory emphasizes that male organizational leaders tend to be independent from female employees, resulting in a shortage of social support experienced by women from male senior leaders ). This results in fewer promotions for female accountants to upper-level positions of the organizational hierarchy. Consequently, this informal network between male leaders and their female accounting subordinates tends to encourage gender inequality. Therefore, social support networks and information dissemination are important to give women access to the top-level positions.
H3: Unequal treatment in terms of the support level from senior male leaders (e.g., exception from male-dominated social networks) has a positive effect on the occurrence of glass ceilings reporting inside their companies
Demographic Factors
This research also examines demographic factors such as marital status, children, and public vs private accountants. ) highlighted that the role of women in the household contrasts with their professionalism in workplaces. This indicates that women are subjected to one role. The research conducted by ) find that married women will focus more on their families than their careers. Moreover, there is a perception that women who have children are less qualified and committed to their work than women who do not have children, rising to discrimination from employers in the context of income and promotions ; ).  also find that men who had children are better committed and therefore are paid higher and more likely to be promoted. The opinion that mothers have less time to dedicate to their work may lead to the rising of untoward attitudes about women’s career potential and their access to mentoring and networking chances ().
Based on the work institution,  documented accountants working in KAPs are more likely to support commitment to their profession than their own KAPs compared to accountants working in private companies and other contexts outside of professional partnerships. On the other hand, accountants who work outside of professional partnerships are more likely to support the logic and values of commercialism. Organizations that tend to be commercial put more emphasis on maximizing short-term profits above all else, while organizations that tend to be professional put more emphasis on a long-term commitment to serving proficient services whilst maintaining the public interest ).  find that firms with short-term orientation that focused on maximizing profits are correlated with less effective ethical leaderships and less likely to internalize ethical values thereby treating various stakeholders in unethical manners.  and  argue that companies tend to be commercial while KAPs tend to support professionalism. The ethical environment in KAPs can be perceived stronger by public accountants compared to accountants working in private companies. Therefore, we predict that accounting professional women in KAPs are less likely to report the occurrence of glass ceiling than accounting professional women inside private companies.
H4: Married accounting professional women has a positive effect on the occurrence of glass ceiling reporting inside their companies.
H5: Accounting professional women who have children has a positive effect on the occurrence of glass ceiling reporting inside their companies.
H6: Accounting professional women in KAPs has a positive effect on the occurrence of glass ceiling reporting.

 [Figure 1 about here] 

This research has several contributions. First, this research adds empirical evidence regarding the perceptions of glass ceiling on accounting professional women in developing countries. Second, Indonesia is also known as a country that is closely related to eastern and patriarchal cultures  and therefore, this research that examines the perceptions the glass ceiling in Indonesia provides a unique setting and is expected to bring new insights in gender equality research. This research also has implications for companies, accounting profession associations, and policy makers. The results of this research will provide information regarding the factors that have the strongest effect on the perceptions of glass ceiling of accounting professional women, helping companies focus their efforts on addressing the most influential factors to save resources by not letting talented women employees leave the companies. Furthermore, accounting professional associations can offer support to female accountants in order to be able to break the glass ceiling and encourage them to develop their talents. Finally, policy makers are suggested to create regulations that favor women to improve gender equality.

METHODS (FOR ARTICLES OF RESEARCH RESULTS)
This research uses an online-based survey aimed at accountants working in KAPs and private companies in Indonesia. The respondent criteria are female accountants who have worked for at least 6 months and are still working at the same place by the time they fill the survey. Female respondents are selected as the glass ceiling has long been believed to be a phenomenon that is most encountered by women . The research questionnaire follows the previous research conducted by Cohen et al. (2020) and translated into Indonesian. To test the effectiveness of the questionnaire as a communication tool between researchers and respondents, a pilot test has been conducted by giving questionnaires to students of the Postgraduate Program of the Accounting Department, Gadjah Mada University.
Questionnaire questions begin with an explanation of the definition of glass ceiling. Then the respondents are also informed that the underrepresentation of women in top-level positions is a common occurrence and the reason is still being debated. On the one hand, the perception that women are more likely to quit the accounting profession as they tend to opt their families, contributing to the lack of women representation in upper-level managements, is not an evidence of glass ceiling . Meanwhile,  argue that the underrepresentation of women in top-level positions is caused by the glass ceiling.
This research employs logistic regression to examine the hypotheses with the following model:
Glass Ceiling = β0 + β1BIAS + β2STRUCTURE + β3CULTURE + β4MARRIED + β5CHILDREN + β6PUBLIC + 𝜀
The dependent variable, Glass Ceiling, is the respondent's answer to the question “Do you believe that the glass ceiling occurs in your organization?”, the response “no” is coded 0, and “yes” as 1. The independent variable, BIAS, is the respondent's answer to the question “Do you believe that male and female employees in your organization are treated equally regarding formal performance evaluations (i.e., promotions and raises)?”, the response “no” is coded 0, and “yes” as 1. STRUCTURE measures a structurally centralized element and is the respondent's answer to the question “Do you believe that male and female employees have the same chances for professional development (e.g., high profile job duties, mentoring chances, networking chances, etc.) in your organization?”, “no” response is coded as 0 and “yes” as 1. CULTURE measures the culture-centered element, and is respondent’s answer to the question “Do you believe that male and female employees receive the same support level from male senior leaders (e.g., partners, CEO, CFO, etc.) in your organization?”, answer “no” is coded as 0 and “yes” as 1. MARRIED is coded 1 for married respondents and 0 otherwise. CHILDREN is coded 1 for respondents who have children and 0 otherwise. PUBLIC is coded 1 for respondents who work in KAPs, and 0 for respondents who work in private companies.
The questions proposed to measure the BIAS, STRUCTURE, and CULTURE variables are stated neutrally (women are handled differently, not women are handled worse) to evade the potential effect of leading respondents to a particular answer. On the other hand, this research also conducts an additional analysis of the structural elements that influence the most on the glass ceiling. Respondents are asked the question “To what extent are the following factors responsible for the glass ceiling in your organization?” with answer choices on a scale of 1 (strongly disagree) to 5 (strongly agree). These factors include “A shortage of mentoring chances for women”, “A shortage of access to important job duties for women”, “A shortage of networking chances for women”, and “A shortage of training chances for women”.

RESULTS AND DISCUSSION
This research analyzes the perceptions of glass ceiling of professional accounting women in Indonesia and the factors that influence it. The number of respondents who participated in this research are 133 female accountants in Indonesia. A total of 47 respondents answer "yes" to the question of the existence of glass ceiling, meaning that there are 35.34% of the respondents who believe that the glass ceiling occurs in the company. Details of the respondents’ characteristics are shown in Table 1.
[Table 1 about here]
Table 2 reports the results of the Spearman correlation test among the research variables. The coefficients of BIAS, STRUCTURE, and CULTURE show significant positive results on the Glass Ceiling. These results are in line with the expectations and provide initial support for the acceptance of the research hypothesis. 

 [Table 2 about here] 
The research’s hypotheses are examined by using the logistic regression method. The results are shown in Table 3.
BIAS, STRUCTURE, CULTURE have significant coefficients on GLASS CEILING. The BIAS coefficient is positive and significant (β=3.985, p<0.01), meaning that if respondents believe that women and men are not treated equally regarding formal performance assessments (i.e., raises and promotions), they are more likely to feel the occurrence of glass ceiling. This finding supports  and  who find that women perceive gender inequality and bias regarding promotional opportunities for women to the top-level positions. The STRUCTURE coefficient is also positive and significant (β=4.204, p<0.01), meaning that if the respondents believe that women and men are not equally for professional advancement chances (e.g., high-profile duties, mentoring chances, networking chances, etc.), they are more likely to report the occurrence of glass ceiling. This finding conforms to  and  who show that it is harder for women to get high-profile tasks than men and women are less likely to receive mentoring chances, thus hindering women's promotional opportunities to upper-level managements (; ).
The result for CULTURE also shows a positive and significant coefficient (β=2,455, p<0.05), meaning that if the respondents believe that women and men are not treated equally for in terms of the support level from senior male leaders (e.g., exception from male-dominated social networks), they are more likely to feel the occurrence of glass ceiling. This finding supports  who shows that there is a cultural effect that encouraged gender inequality in the organizational hierarchy. Overall, H1, H2, and H3 of this research are supported.
This research also investigates demographic variables as factors that are supposed to have an effect on the glass ceiling. Table 3 shows that the MARRIED coefficient is negative and significant (β=-2.202, p<0.05), thus H4 is supported. The result conforms to previous findings by  who find that married female respondents are less likely to feel the occurrence of glass ceiling compared to single female respondents. The CHILDREN coefficient is positive and significant (β=2.146, p<0.05), thus H5 is also supported. Female accountants who have children are more likely to notify a glass ceiling than female accountants who do not have children. the perception that the responsibility of children is an obstacle to career development for women who have children because the focus of women who have children is divided between family and work so that women who have children are considered unable to maximize their work . Finally, this research also examines whether female accountants who work at private companies are more likely to report the occurrence of glass ceiling compared to female accountants who work at KAPs. For the PUBLIC variable, the coefficient is negative but not significant, thus H6 is not supported. This finding does not support the result of . Their research is carried out in a developed country where public accountants are relatively more solid and uphold ethical actions compared to Indonesia as a developing country. The assumption that places men as first class causes men to be given priority to become leaders. This means that women are not given priority to occupy strategic positions, both in public and private companies. Other research suggests similar results that women in public accounting may be less likely to report the presence of glass ceilings in their frms than women in industry (; ).

[Table 3 about here] 
Table 3 also shows the value of the odds ratio for each variable. According to , odds ratio is an important element because it shows the effect size in the logistic regression method. The odds ratio value for STRUCTURE shows the highest value, this means that structural factors are the most dominant source of the perceptions of glass ceiling. This is in line with the International Labour Organisation (2001) report that women are typically placed in non-strategic sectors rather than in professional and line management jobs leading to slow career advancement.  mention that many jobs are still seen as male or female jobs and this affects the initial intake of a particular gender into the organization. Specifically, this research asks 47 respondents who answer “yes” to the question.
“Do you believe that the glass ceiling occurs in your organization?” to answer follow-up questions related to structural factors using a five-point Likert scale.
The results of the additional analysis related to structural factors that cause the glass ceiling are shown in Table 4. “A shortage of mentoring chances for women” is the structural factor that has the biggest effect on the existence of glass ceiling. This is followed by “A shortage of access to important job duties for women”, “A shortage of networking chances for women”, and finally “A shortage of training chances for women”. Respondents report that the lack of mentoring opportunities for women is the most dominant factor in rising the glass ceiling, thus companies need to focus their efforts on addressing this factor.

 [Table 4 about here]  
CONCLUSION
Over the last few decades, the proportion of female newcomers in the accounting field has shown an increasingly dominant trend compared to male newcomers. However, the large number of female newcomers to the accounting profession has not been accompanied by an increase in the representation of women in top-level positions in the accounting profession. This research is conducted to analyze the perceptions of glass ceiling of professional accounting women in Indonesia as a developing country and the factors that influence the occurrence of glass ceiling. We used an online-based survey aimed at 133 accountants working in KAPs and private companies in Indonesia. The research finds that there are various factors that affect the perceptions of glass ceiling among accounting professional women. The glass ceiling among them are driven by gender-based biases of women’s promotions to upper-level managements, structural effects that include a shortage of mentoring and networking chances as well as high-level job duties, and cultural deficiencies from male managers in organizations Demographic variables, such as marital status and children ownership also determine the existence of glass ceiling. Single women are more likely to feel mistreated. Furthermore, with regard to children, women who have children are more likely to perceive the occurrence of glass ceiling than women who do not have children. Overall, the results are consistent with predictions. However, this research does not find the difference between accounting professional women who work in public accounting firms and private companies regarding the perceptions of glass ceiling.
This research contributes by adding empirical evidence regarding the perceptions of glass ceiling on accounting professional women in developing countries. Moreover, this research provides insight into the factors that have the most significant impact on female accounting professionals' perceptions of the glass ceiling. This information can help companies devise strategies to address the most influential factors, with the goal of conserving resources and preventing the loss of talented female employees. In addition, accounting professional associations can provide support to female accountants to overcome career obstacles and encourage the development of their talents.
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[bookmark: Table1][bookmark: _Toc140010554]Table 1 /Demographic Data
	Characteristic (n=133)
	Jumlah
	Persentase

	Public versus private accountants
	
	

	Public accountants
	40
	30.08

	Private accountants
	93
	69.92

	Married
	
	

	Yes
	58
	43.61

	No
	75
	56.39

	  Children

	Yes
	46
	34.59

	No
	87
	65.41





[bookmark: Table2][bookmark: _Toc140010555]Table 2 / The Spearman Correlation Test
	Glass Cei.
	Bias
	Structu.
	Cultu.
	Married
	Children
	Public

	Glass_Cei.
	1
	
	
	
	
	
	

	Bias
	0.525**
	1
	
	
	
	
	

	Structure
	0.525**
	0.353**
	1
	
	
	
	

	Culture
	0.433**
	0.448**
	0.315**
	1
	
	
	

	Married
	0.016**
	-0.031**
	0.097**
	0.118
	1
	
	

	Children
	0.124**
	-0.041**
	0.092**
	0.141
	0.699**
	1
	

	Public
	0.030**
	-0.047**
	0.183**
	-0.130
	-0.147**
	-0.167
	1






[bookmark: Table3][bookmark: _Toc140010556]Table 3 / The Logistic Regression of Examining Hypotheses
	
Variable
	
Prediction
	
Coefficient
	Odds Ratio
	
Prob.

	BIAS
	H1+
	3.985**
	53.787
	0.002

	STRUCTURE
	H2+
	4.204**
	66.953
	0.001

	CULTURE
	H3+
	2.455*
	11.650
	0.044

	MARRIED
	H4-
	- 2.202*
	0.111
	0.031

	CHILDREN
	H5+
	2.146*
	8.552
	0.035

	PUBLIC
	H6-
	- 0.164
	0.849
	0.785

	INTERCEPT
	
	- 1.542**
	0.214
	0.000

	n
	
	133
	
	

	Model Chi-Square
	
	76.004
	
	

	Pseudo-R2
	
	0.435
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	To what extent are the following factors responsible for the glass ceiling in your organization?
	%
"Strongly Agree" and "Agree"
	Mean Rating

	(1) A shortage of mentoring chances for women
	63.8
	3.57

	(2) A shortage of access to important job duties for women
	55.3
	3.23

	(3) A shortage of networking chances for women
	51.1
	3.06

	(4) A shortage of training chances for women
	42.6
	2.77
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