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Abstract: This paper examines how the transition to parenthood affects auditors’ career 

trajectories. Using Swedish register data and event-study models with firm and year fixed 

effects, we analyse changes in career outcomes surrounding first childbirth. Preliminary results 

suggest limited average effects of parenthood on auditors’ mobility across firms and 

occupations. However, substantial heterogeneity emerges across groups. Female auditors 

experience significantly larger post-childbirth wage declines than male auditors and are more 

likely to exit their audit firms, which is consistent with a motherhood penalty. In addition, 

auditors holding signing responsibilities are more likely to leave both their audit firms and the 

audit profession following childbirth. These findings highlight the role of family-related 

constraints in shaping career outcomes within the audit profession. Ongoing analyses extend 

the study by examining whether parenthood is associated with audit quality outcomes. 

  



1. Introduction 

For more than a decade, the accounting profession has faced persistently high turnover and 

growing difficulty in attracting and retaining early‑career professionals (Buchheit et al., 2016; 

Pasewark & Viator, 2006; Whitmire, 2025). Policymakers and regulators – including the U.S. 

Department of the Treasury’s Advisory Committee on the Auditing Profession (ACAP, 2008) 

and the Public Company Accounting Oversight Board (PCAOB, 2024) – have raised concerns 

that these human capital challenges threaten the long‑run sustainability of the audit profession 

and the production of high‑quality audits. Turnover in audit firms can erode firm‑specific 

human capital and disrupt engagement teams, with adverse implications for audit quality 

(Hermanson et al., 2016; Hu et al., 2025). While prior research documents organizational and 

workplace factors associated with auditors’ exits (e.g., Hu et al., 2025; Knechel et al., 2021), 

much less is known about how major private‑life events shape auditors’ career decisions. In 

particular, evidence is limited on whether and how the transition to parenthood affects auditors’ 

mobility across audit firms, exits from the profession, and career progression. This study 

addresses this gap by examining the role of parenthood in shaping auditors’ career trajectories. 

Auditing is a knowledge‑intensive profession in which human capital constitutes a central 

productive asset (Cheng et al., 2009; Lennox & Wu, 2018; Starbuck, 1992). Yet, high turnover 

and short auditor tenure have become defining features of the profession (Downar et al., 2021; 

S. Johnson & Pike, 2018; Nouri & Parker, 2020). Changes in the public accounting work 

environment – busy seasons become year-round and increased performance pressure – have 

further intensified the challenges (Hermanson et al., 2016). These trends are evident 

internationally. The number of statutory auditors in the European Union declined by 6 percent 

between 2018 and 2021 (European Commission, 2024), while in Sweden, the population of 

certified auditors fell by nearly 30 per cent between 2005 and 2024 (Revisorsinspektionen, 

2025). Contractions in the audit workforce risk the loss of firm‑specific or industry expertise 

(e.g., Ahn et al., 2020; Contessotto et al., 2019; Gul et al., 2009), and reduce the audit offices’ 

capacity to sustain high audit quality (Hu et al., 2025). Furthermore, the departure of auditors 

may result in increased workloads for those who remain, which can diminish their efficiency 

and heighten potential quality risks (Christensen et al., 2021; Heo et al., 2021). Consistent with 

these mechanisms, Hu et al. (2025) show that a one‑standard‑deviation increase in audit‑office 

turnover is associated with an eight per cent higher likelihood of client misstatements. Together, 

this evidence underscores the importance of understanding the forces driving auditors’ exits 

from firms and from the profession. 

The features of the public accounting working environment make the profession particularly 

sensitive to changes in auditors’ personal circumstances that affect time availability, cognitive 

resources, and work-life balance. One such change is the transition to parenthood – a major life 

event that introduces new responsibilities and constraints and may eventually alter auditors’ 

career trajectories. We draw on the stress perspective of life events to examine how the 

transition to parenthood affects auditors’ career trajectories, including both career advancement 

and job mobility. First, life events, particularly those that are disruptive or challenging (e.g., 

parenthood), can disrupt daily routines and generate psychological stress (Crawford et al., 

2019; Greenhaus & Beutell, 1985; Greenhaus & Powell, 2006; Luhmann et al., 2012). While 



parenthood is not inherently disruptive and is often associated with higher life satisfaction 

(Pollmann-Schult, 2014), we argue that the disruption arises from the childcare responsibilities 

that accompany the birth of a child. These responsibilities entail frequent and unpredictable 

time demands, such as medical appointments, daily care needs, sick leave, and household 

coordination. In addition, the early post‑birth period may involve short‑term physical and 

mental strain due to reduced sleep and limited recovery time; in fact, some studies show this to 

be the case (e.g., Nelson et al., 2014; Simon, 2008). These demands arise in professions 

characterised by high workloads and intensive responsibilities, such as public auditing, which 

can lead to role conflict and stress. In fact, external auditors in public accounting firms 

consistently report higher-than-average burnout levels compared to other professions (Aoife et 

al., 2025; Buchheit et al., 2016; Sweeney & Summers, 2002). At the same time, prior evidence 

links major life events to increased job burnout (e.g., Hakanen & Bakker, 2017; Mather et al., 

2014). Taken together, this evidence suggests that the transition to parenthood may intensify 

work-life strain for auditors by increasing the conflict between personal and professional 

obligations. Second, stress coping theory (Greenhaus & Beutell, 1985; Luhmann et al., 2012) 

suggests that individuals may respond to increased strain by adjusting their engagement with 

work. Such responses can include reduced productivity, slower career progression, or 

detachment from demanding professional environments. Previous auditing research documents 

a strong association between stress and auditor turnover (see Nouri & Parker, 2020 for a 

review), yet existing studies largely focus on role stressors rather than discrete life events, 

specifically parenthood. Consequently, it remains unclear whether and how the transition to 

parenthood itself contributes to decisions to exit the auditing profession and promotion 

trajectories within audit firms. 

Building on these frameworks, we examine whether and how parenthood affects individual 

auditors’ (1) departures from the audit firms and the profession, (2) career progression in terms 

of salary, and becoming a signing auditor. 

A broad implication of the labour economics literature is that parenthood imposes penalties 

that shift individuals’ labour supply and productivity (Healy & Heissel, 2024; Kleven et al., 

2019, 2024). Research identifies three primary channels through which these penalties occur – 

temporary labour‑force exits, reductions in working hours, and changes in work intensity 

(Fern ́andez-Kranz et al., 2013). These channels reflect the reallocation of time and effort 

within the household following childbirth and capture how new caregiving responsibilities 

reshape professional engagement. For example, Waite et al. (1986) found that women reduce 

their working hours or withdraw from their full-time jobs after their first birth. From a 

stress‑based perspective, such adjustments can be viewed as responses to heightened dual‑role 

conflict that emerges when work and family demands simultaneously intensify. Behavioural 

accounting research similarly links turnover in the audit profession to tensions between 

professional expectations and family responsibilities (Pasewark & Viator, 2006). Consistent 

with this, survey evidence indicates that professional accountants increasingly value 

arrangements that provide greater temporal flexibility for family obligations (AICPA, 2000). 

Taken together, this literature suggests that the transition to parenthood may prompt auditors 



to reassess their labour supply and career continuation in ways that are consequential for 

retention within their audit firms or the profession. 

In addition, the likelihood that auditors respond to the transition to parenthood by leaving their 

employer may further depend on the institutional characteristics of the audit firms. For instance, 

Big 4 audit firms are characterized by longer working hours, higher client engagement, and 

intensive seasonal workload spikes that require sustained availability, including evening and 

weekend work (Anderson-Gough et al., 2001; Hardies et al., 2013; López & Peters, 2012). 

Prior evidence indicates that auditors in Big 4 firms experience higher levels of work-family 

conflict and burnout relative to those in smaller firms (Buchheit et al., 2016). These features 

suggest that the increased non-work time constraints introduced by parenthood are more 

difficult to accommodate within Big 4 audit working environments, increasing the incentive to 

exit these firms. 

Based on this, we hypothesize that (H1) the transition to parenthood increases auditors’ career 

mobility, including mobility across audit firms and exits from the audit profession. Besides, 

domestic duties reduce the time available for the auditing responsibilities, such as business 

trips, client interactions, and overtime during busy seasons, which could also affect auditors’ 

career ladders. We hypothesize that (H2) auditors’ career advancement is negatively associated 

with parenthood. 

The effects of parenthood on auditors’ career trajectories may further vary across gender and 

household structure. First, parenthood effects may differ by gender. Traditional gender norms 

assign primary caregiving responsibilities to women and breadwinning responsibilities to men, 

shaping labour supply and career decisions following childbirth (Davis & Greenstein, 2009). 

Evidence from other professional settings, including academia and law, indicates that 

parenthood is associated with slower career progression for women (Antecol et al., 2018; 

Azmat & Ferrer, 2017). Within accounting, prior studies document that the transition to 

parenthood is associated with less favourable career outcomes for female auditors relative to 

male auditors (Månsson et al., 2013; Windsor & Auyeung, 2006) and qualitative research 

highlights delayed promotion and lower compensation following childbirth (Dambrin & 

Lambert, 2008; Kristensen et al., 2017). However, some researchers note that family challenges 

impact both genders in accounting (Greenhaus et al., 1997). At the same time, more recent 

evidence points to strengthening female labour-market attachment and narrowing gender gaps, 

particularly in Nordic countries (Goldin, 2014; Kristensen et al., 2017). Taken together, this 

literature motivates an examination of gender differences in the career effects of parenthood. 

Second, the career effects of parenthood may depend on household structure. Research on 

parenthood and well-being emphasises substantial heterogeneity by marital status and family 

arrangements, such as single parenthood versus dual-earner households (Nomaguchi & Milkie, 

2003; Pollmann-Schult, 2014; Simon, 2008). Unmarried parents report higher levels of 

psychological distress relative to their childless counterparts, whereas married parents 

experience lower distress, but greater housework demands and marital conflict (Nomaguchi & 

Milkie, 2003). These differences imply variation in time constraints, stress, and available 



support, which may translate into differential career adjustments, including changes in hours 

worked, mobility, or promotion timing. 

We therefore hypothesize that (H3) the effects of parenthood on auditors’ career trajectories 

vary across gender and household structure. 

This study uses Swedish population-wide administrative data covering all auditors employed 

in Big Four and non-Big Four firms from 1999 to 2022. The Swedish setting provides 

comprehensive longitudinal information on auditors’ employment histories and family 

formation, allowing us to examine how the transition to parenthood affects career outcomes. 

This study contributes to the auditing literature in two primary ways. First, it extends research 

on auditor labour markets by providing within‑individual evidence on the association between 

the transition to parenthood and auditors’ departures. Using population‑wide administrative 

data, the analysis documents auditors’ job mobility across audit firms and exits from the audit 

profession following first childbirth, highlighting how these career adjustments vary 

systematically by gender and household structure. By focusing on observable career outcomes 

rather than self‑reported intentions or cross‑sectional comparisons, which are commonly used 

in prior research (e.g., Kristensen et al., 2017; Windsor & Auyeung, 2006), the study advances 

understanding of how family‑related time constraints translate into career decisions in auditing. 

Second, the Swedish setting – characterized by high gender equality and generous parental 

support – provides a unique laboratory to assess whether parenthood‑related career effects 

persist in environments designed to mitigate work-family trade‑offs. To the extent that if such 

effects are observed, they likely reflect lower‑bound estimates relative to settings with less 

extensive family support, thereby informing the external validity of existing evidence. 

2. Institutional Settings, Related literature, and Hypothesis development 

2.1 Swedish institutional settings 

In Sweden, both public and private firms are subject to statutory audit requirements, although 

the smallest limited liability companies have been exempt since 2011. The audit market is 

highly concentrated: the Big Four audit 99.5% of publicly listed firms and 87.7% of unlisted 

firms by total assets, and 75% of listed firms by client numbers (Cahan et al., 2022). These 

firms employ approximately 40% of auditors in Sweden, while more than half of the auditor 

workforce is employed by the eight largest audit firms. Auditors operate under audit regulations 

aligned with European Union directives and follow International Standards on Auditing (ISA). 

The hierarchical structure of the Swedish auditing profession is comparable to that of other 

Western countries (Krishnakumar, 2021), with progression from audit associate to senior 

supervisory roles, certified public accountant, and partner as the highest level. To become 

authorized, auditors must hold at least a three-year bachelor’s degree, have a minimum of three 

years in audit practice under supervision, and pass a national examination. In practice, auditors 

with a bachelor’s (master’s) degree must complete at least five (three) years of audit experience 

before sitting the certification exam. The average age at certification is 31-33 years and has 



remained stable over time (SIA 2025, verksamhetsberättelse 2022-24, p.4). Certified auditors1 

are typically promoted to senior manager positions and may serve as lead (signing) auditors for 

private firms. Lead auditors are responsible for audit engagements and sign audit reports, while 

they may also participate as team members on other engagements. For publicly listed firms, 

the lead auditor must be an audit partner. To maintain certification, auditors are required to 

complete at least 100 verifiable hours of continuing professional education2 over a five-year 

period and devote a minimum of 50% of annual working time to audit work. 

Each year, approximately 550 audit associates enter Swedish audit firms, yet only about 150 

subsequently sit the auditor certification exam (Revisorsinspektionen, 2017), indicating 

substantial selection out of the profession prior to certification eligibility. With an exam pass 

rate of roughly 50%, slightly more than 10% of entrants ultimately become certified auditors. 

Consistent with this selective attrition, the number of certified auditors declined by 24.4% 

between 2010 and 2020 and by 29.5% between 2004 and 2024, falling from 4,220 in 2004 to 

2,976 in 2024 (SIA annual reports). These patterns suggest that contraction in the certified 

auditor workforce reflects selection along the career pipeline rather than limited entry into the 

profession. 

In the Swedish audit profession, women and men are equally represented among candidates 

taking the auditor’s qualifying exam, and pass rates are similar across genders 

(Revisorsinspektionen, 2023). Despite this parity at entry, the profession remains 

male-dominated: women account for only 32.1% of authorized public accountants 

(Revisorsinspektionen, 2026) and are substantially underrepresented at senior ranks, including 

partner positions (Bellander & Björklund, 2022). At the same time, although Sweden has 

generous and gender‑neutral family policies3, gender differences in parental leave uptake 

persist, and career advancement penalties associated with childcare remain evident (Haas & 

Hwang, 2024; Månsson et al., 2013). Consistent with these patterns, recent data indicate higher 

exit rates among younger women: approximately 56% of authorized auditors under age 40 who 

left the profession in 2020-2021 were women, according to Revisorsinspektionen (2023). 

2.2 Related literature 

Prior literature in psychology documents heterogeneous effects of the transition to parenthood 

on individual well-being. Some studies associate parenthood with higher happiness and well-

being (Aassve et al., 2012; Myrskylä & Margolis, 2012), whereas others document adverse 

 

1 A lack of authorized auditors in the 1930s gave rise to the establishment of a second type of auditors: the approved 

auditors (Månsson et al., 2013), and both types of auditors (approved and authorized auditors) are still present. 

2 The primary source for these requirements is under Section 6 of the regulation (1995:665) on auditors (6 § 

förordningen (1995:665) om revisorer). 

3 The parental leave (Föräldraledighet) in Sweden is the world’s most generous systems, with 480 days of paid 

parental leave per child, of which 390 days replace approximately 80% of prior earnings and 90 days are paid at 

a flat rate; 90 days are reserved for each parent, and leave can be taken until the child turns 12. By law, employers 

are not allowed to terminate employment because of parental leave (Föräldraledighetslagen 1995:584). 



outcomes, including declines in life satisfaction, more sleep problems, and negative emotions 

(Evenson & Simon, 2005; Nelson et al., 2014). Related research in marriage and family 

emphasizes the costs of children, highlighting financial strain, troubled marriage, and broader 

stresses following the first birth (LaRossa, 1983; Nomaguchi & Milkie, 2003; Pollmann-

Schult, 2014). At the same time, a separate but closely related literature in labour economics 

examines how parenthood affects career trajectories, focusing on labour supply and career 

advancement after childbirth (Andresen & Nix, 2019; Angrist & Evans, 1996; Kleven et al., 

2019, 2024). This work documents substantial child penalties for mothers in earnings and 

career progression, with smaller effects for fathers (Kleven et al., 2019, 2024; Knudsen & 

Waerness, 2007). Consistent with this view, Waite et al. (1986) argue that the first birth reshapes 

long‑run career expectations, leading women to move away from full-time employment and 

fostering career success expectations among men. However, existing evidence provides limited 

patterns on how the transition to parenthood affects career adjustments at the job level, 

including career decisions and job-to-job reallocation across firms. 

The birth of the first child represents a particularly salient turning point. While parenthood is 

generally anticipated, the experience of being a parent frequently comes as a surprise (Margolis 

& Myrskylä, 2015). Therefore, the first birth plausibly conveys new information about time 

constraints and household demands, requiring immediate adjustments in routines and 

potentially affecting preferences and behaviour (Bleidorn et al., 2016, 2018). Prior studies 

show that parenthood-related career effects are strongest around the first birth (Angelov et al., 

2016; Cairo et al., 2026; Kleven et al., 2019; Waite et al., 1986). Accordingly, consistent with 

the prior literature, this study focuses on the transition to parenthood at the first birth to examine 

how parenthood shapes auditors’ career trajectories. 

2.3 Hypothesis development 

2.3.1 Parenthood and auditors’ career trajectories 

Prior auditing research documents that public accounting is characterized by demanding 

working conditions, including long hours, busy seasons, and intensive performance evaluation 

systems (Almer et al., 2003; Almer & Kaplan, 2002; Cohen & Single, 2001; Pasewark & Viator, 

2006). Career advancement in this setting traditionally requires substantial early-career time 

and effort investments, with later promotion opportunities – most notably partnership. These 

demands are further reinforced by an increasingly regulated audit environment (Hermanson et 

al., 2016). Consistent with these features, auditors identify workload and stress as central 

challenges of the profession (Hermanson et al., 2016). Taken together, these features imply that 

audit careers are particularly sensitive to constraints on time and effort. 

Given these professional demands, an extensive literature examines how auditors respond to 

time and effort pressures through internal mobility and exits from public accounting. Carcello 

et al. (1991) found that excessive overtime was the primary reason auditors left their jobs. Since 

then, auditing researchers have identified factors contributing to auditors’ turnover intentions 

(see Nouri & Parker, 2020 for a review). Related evidence links stress and burnout to both 

internal mobility and exits from public accounting, with implications for audit quality and firm 

capacity (Almer & Kaplan, 2002; Fogarty & Kalbers, 2006; Nouri & Parker, 2020). Recent 



work further shows that workload compression, wage inequity, and constrained promotion 

prospects increase auditor turnover (Hu et al., 2025). This literature also highlights the role of 

work-life considerations. Specifically, younger auditors place greater emphasis on work-life 

balance, reducing their willingness to remain in career paths characterised by intensive 

early‑career effort and delayed rewards (Buchheit et al., 2016; Hermanson et al., 2016). 

Consistent with this view, studies on work-family conflict document adverse effects on job 

outcomes and a higher likelihood of exiting the profession (Almer et al., 2003; Pasewark & 

Viator, 2006). 

Prior evidence indicates that occupations working with many customers or client contacts are 

particularly vulnerable to work-family conflict  (e.g., sales and retail management; Dubinsky 

et al., 1986; Good et al., 1988). Auditing shares these features, as client requirements impose 

tight deadlines, travel demands, and limited scope for temporal flexibility. As the transition to 

parenthood increases non-work time constraints, auditors may seek out roles or organisations 

that offer less demanding requirements, or reduce travel commitments, thereby aligning their 

professional environment with new responsibilities as parents. Such adjustments are likely to 

manifest as mobility away from audit firms – either through transitions to non‑audit employers 

or exits from the audit profession altogether. Accordingly, we hypothesize that: 

H1a: Auditors are more likely to leave audit firms for non-audit firms following the transition 

to parenthood. 

H1b: Auditors are more likely to exit the audit profession following the transition to 

parenthood. 

The consequences of parenthood may further vary across organizational contexts within public 

accounting. Buchheit et al. (2016) remarks that auditors from Big 4 accounting firms report 

higher levels of both work-family conflict and burnout than those working in smaller or mid-

sized firms. Big 4 auditors commonly work longer hours and face more intense performance 

pressures, particularly during busy seasons, when they have to work during the evenings and 

weekends (Anderson-Gough et al., 2001; López & Peters, 2012; Hardies et al., 2013). In 

contrast, auditors in smaller firms report lower burnout levels (Buchheit et al., 2016). 

Furthermore, a key factor exacerbating this disparity is the “ideal worker” norm often 

embedded within Big 4 organizational cultures – favouring employees who have fewer 

caregiving responsibilities and a strong dedication to their firms (Johnson et al., 2008; Blair-

Loy, 2009). These insights indicate that the institutional and environmental context at big audit 

firms may act as structural barriers to career advancement for auditors post parenthood. As a 

result, many may choose to transition into roles that offer greater flexibility and work-life 

balance, such as tax departments (with a more stable routine), industry accounting positions, 

or employment in smaller public accounting firms (Buchheit et al., 2016). Based on these 

insights, we hypothesize that: 

H1c: Auditors are more likely to leave the Big 4 audit firms following the transition to 

parenthood. 

On the other hand, caring for a newborn demands more time for household duties and childcare, 

which reduces the time available for auditing responsibilities, such as business trips, client 



interactions, overtime during busy seasons, or continuing education, which could affect 

auditors’ career success. According to Greenhaus and Beutell (1985), the obligations associated 

with work and family can be mutually incompatible, making it more difficult or stressful to 

perform well in both domains simultaneously. As a result, parenthood may slow the 

accumulation of firm-specific human capital and reduce the likelihood of meeting 

promotion-relevant performance benchmarks. 

While prior auditing studies document associations between parenthood and compensation or 

promotion outcomes (Dambrin & Lambert, 2008; Kristensen et al., 2017; Windsor & Auyeung, 

2006), this evidence is largely based on cross-sectional comparisons between parents and 

non-parents and therefore cannot isolate within-individual changes around the transition to 

parenthood. Building on the time-constraint mechanism, we examine whether the arrival of a 

first child alters auditors’ career advancement trajectories within individual auditors. 

Specifically, if increased non-work responsibilities reduce auditors’ capacity to commit to 

advancement-relevant activities, parenthood should be associated with slower income growth 

and a lower likelihood of reaching audit lead positions. Accordingly, we hypothesize that: 

H2a: Auditors experience slower income growth following the transition to parenthood. 

H2b: Auditors are less likely to become audit leads following the transition to parenthood. 

2.3.2 Heterogeneity in career effects of parenthood by family structure 

Prior research suggests that the effect of children on adults may be vastly different depending 

on whether they are women or men, married or unmarried (Nomaguchi & Milkie, 2003; 

Pollmann-Schult, 2014; Umberson & Williams, 1999). First, the career effects of parenthood 

may differ systematically by gender due to differences in time spent on domestic duties raised 

after childbirth. A body of literature documents that childcare responsibilities continue to be 

unevenly distributed within households, with women bearing a disproportionate share of 

domestic and caregiving duties following childbirth (Korabik et al., 2008). In audit firms, 

where advancement depends on intensive time and effort commitments, the differential 

constraints introduced by parenthood are more likely to be exacerbated for women. As a result, 

the transition to parenthood may limit women’s ability to meet advancement‑relevant job 

demands (e.g., hours at work, training, business trips) to a greater extent than men’s, even in 

the absence of differences in productivity or career aspirations. If parenthood increases 

non-work time constraints more strongly for women than for men, then the resulting career 

adjustments – such as slower advancement or increased mobility – should be more pronounced 

among female auditors. Accordingly, we hypothesize that: 

(H3a) The career effects of parenthood are more pronounced for female auditors than for male 

auditors. 

Second, the career effects of parenthood may also vary with household structure. Prior research 

documents substantial heterogeneity in post‑birth time constraints depending on marital status 

and the availability of within‑household support (Nomaguchi & Milkie, 2003; Pollmann-

Schult, 2014; Simon, 2008). As the constraints introduced by parenthood arise from the child 

care responsibilities, single parents might face greater domestic duties and a more limited scope 



for sharing childcare, which can intensify time constraints following childbirth. In contrast, 

dual‑earner households may partially mitigate these constraints through shared caregiving 

arrangements. Furthermore, differences in household support are likely to translate into 

differential career adjustments after parenthood. If the transition to parenthood imposes more 

binding non‑work time constraints for auditors with fewer household resources, then the 

resulting effects on career mobility and advancement should be more pronounced among 

auditors from single‑parent households. Accordingly, we hypothesize that: 

H3b: The career effects of parenthood are more pronounced for auditors from single‑parent 

households than for those from dual‑earner households 

3. Data and research design 

3.1 Data sample 

This paper uses Swedish data provided by Statistics Sweden. First, we obtained individual-

level data from the Longitudinal Integrated Database for Health Insurance and Labour Market 

Studies (LISA) database, which covers the full population and includes demographics, 

education, employment, and earnings for the period 1999–2022. Importantly, the data allow 

individuals to be linked to their children. Information on auditors’ client portfolios is drawn 

from the Swedish Companies Registration Office (SCRO), which reports lead (signing) 

auditors for both public and private firms. 

To study the effects of parenthood, we exploit within‑individual variation around the transition 

to first childbirth, identified by the year of birth of the first child. In our primary analysis, we 

exclude adopted children to mitigate concerns regarding anticipatory labour supply 

adjustments. This decision is based on the fact that adoption timing is generally planned, which 

may complicate the interpretation of treatment effects. In additional analyses, we consider 

alternative measures of parenting intensity, including twin birth, the number of children and 

co‑residence with children under age fifteen, reflecting that career constraints arise from 

caregiving demands rather than parental status per se. Although exact birth dates are observed, 

we use annual data to ensure comparability across job mobility and career outcomes, and to 

match the reporting frequency of the administrative records. 

We identify auditors based on the Swedish Occupational Classification (SSYK) and the 

Swedish Industrial Classification (SNI 2007) from 2007 because this is the first year in which 

firm identifiers became available in the LISA database. Because the three-digit SSYK code 

used to identify authorized auditors may include individuals from related occupations, we 

further restrict the sample to individuals employed at audit firms and holding at least a 

three-year bachelor’s degree. We additionally restrict the baseline sample to individuals 

younger than 46 years of age, consistent with prior evidence that first childbirth is most likely 

to occur before this age (Kleven et al., 2019). These auditors are then followed annually from 

2007 through 2022. 

To capture new entrants into the auditing profession and ensure a comprehensive sample, we 

also include auditors who began working at audit firms in the following years in the dataset. 

Specifically, each year from 2008 to 2022, additional auditors with the same control 



characteristics joining audit firms were added to the sample. The resulting panel contains 

109,528 individual-year observations. We exclude individuals with fewer than five years of 

observation to ensure sufficient pre- and post-event coverage around childbirth. The final 

sample includes 103,741 individual-year observations for 9,216 unique auditors. The sample 

construction at baseline years is presented in Appendix A. 

3.2 Research design 

Our measures of career mobility capture transitions away from audit firms and audit work 

environments between consecutive years. Specifically, we define binary indicators equal to one 

if auditor i, who is employed at an audit firm in year t − 1, experiences a change in employment 

status between year t − 1 and year t, and zero otherwise. We examine three types of transitions: 

(i) moving from an audit firm to a non‑audit employer, (ii) exiting the audit profession 

altogether, and (iii) exiting the Big Four segment. For the Big Four outcome, we condition on 

auditors being employed at a Big Four audit firm in year t − 1 and define the indicator as equal 

to one if the auditor is no longer employed by a Big Four firm in year t. We distinguish exits 

from Big Four to non‑Big Four audit firms, which capture mobility within the audit profession, 

from moves to non‑audit employers, which capture mobility away from audit work 

environments. Furthermore, we restrict the analysis to auditors employed at firms that do not 

go bankrupt or merge between years t − 1 and t, thereby excluding job transitions mechanically 

induced by firm‑level events such as bankruptcy or mergers. 

We measure career advancement using two outcomes: annual income and promotion to lead 

(signing) auditor. Annual income is a continuous measure reflecting compensation and working 

time in year t. Lead auditor is an indicator equal to one if auditor i serves as a lead auditor in 

year t, and zero otherwise. Changes in lead auditor status from zero to one over time capture 

promotion within the audit career hierarchy. 

This paper adopts an event study design to investigate the impact of parenthood on job mobility 

and career advancement. Moreover, an interpretation of the effects relies on the assumption 

that the parallel trends in the career trajectories of treated and control groups; the design also 

allows us to test the assumption and trace out the full dynamic trajectory of parenthood effects. 

We run the specification for multiple job mobility indicator dependent variables, using a two-

way fixed effects framework. 

 𝑌𝑖𝑠𝑡 =  ∑ 𝛼𝑗 ∗ 1[𝑗 = 𝑡] +

𝑗≠−1

∑ 𝜃𝑘

𝑘

𝑐𝑜𝑛𝑡𝑟𝑜𝑙𝑖𝑠𝑡 + 𝛾𝑖 + 𝜆𝑡 + 𝜀𝑖𝑠𝑡 

The dependent variable  𝑌𝑖𝑠𝑡 is an indicator for career trajectories of individual i in calendar 

year s, at event time t. The main coefficients of interest are 𝛼𝑗, which capture the effect of 

parenthood at event time j, relative to the baseline year t = -1 (one year before childbirth). The 

event time t=0 is the year of the first childbirth. The model controls the following covariates: 

Age, gender, educational levels, signing auditor status (AIC), log wages, marital status, log 

firm tenure, annual income, office size, and Stockholm location. We also include firm fixed 



effects 𝛾𝑖 and year fixed effects 𝜆𝑡 that control for firm characteristics and calendar year shocks 

common to all individual auditors. 

3.3 Preliminary descriptive statistic 

Panel A reports descriptive statistics for individual auditor characteristics measured at the 

baseline year, defined as the first year an auditor is observed in the sample and prior to any 

childbirth. Focusing on baseline characteristics avoids contamination from post-parenthood 

career adjustments and provides a clean description of the population at risk of experiencing 

the parenthood transition. Descriptive statistics at the person-year level for the full panel are 

reported in Appendix Table A1. 

The average age at first childbirth in the sample is approximately 32 years old, with women 

having their first child at an average age of 31.7 and men at 33 years old. These figures closely 

align with national statistics for the Swedish population, where the average age at first birth is 

around 31 for women and 33 for men (SCB, n.d). This similarity suggests that auditors in the 

sample do not systematically postpone parenthood relative to the broader population, despite 

working in a profession characterized by demanding workloads and strong career incentives. 

The final sample comprises 9,216 auditors. At baseline (i.e., prior to the first childbirth), 

auditors are on average 27.4 years old and have 1.8 years of tenure with their current audit firm. 

Approximately 47 percent of auditors are male, and 87 percent are employed at a Big Four 

audit firm. This composition reflects the sample construction, which restricts baseline age to 

below 45 years, consistent with prior economics research documenting the typical age range of 

first childbirth. Consequently, the sample is concentrated among relatively young auditors and 

disproportionately represents employment in Big Four firms – organizational settings 

characterized by high workload intensity, strong promotion incentives, and demanding client 

environments. These features correspond to career stages in which work–family trade-offs are 

likely to be most salient. Fewer than one percent of auditors serve as lead (signing) auditors at 

baseline. Average log annual wages equal 7.88. A small fraction of auditors (3.2 percent) are 

married or cohabiting at baseline, and approximately 40 percent are employed in the Stockholm 

region. Firm size and education are coded as categorical variables, as described in the text. 

Panel B reports the distribution of parenthood status across individual‑year observations. 

Treated observations correspond to the auditors with children, while untreated observations 

correspond to auditors who do not experience childbirth during the sample period. Treated and 

untreated observations differ along observable dimensions, including age, gender, employment 

at Big Four firms, and household structure. In particular, treated observations are more likely 

to be associated with older age groups and dual‑earner households. 

Panel C reports descriptive statistics for career progression and job mobility outcomes by 

treatment status. Treated observations exhibit lower average log wages and fewer audit clients 

relative to untreated observations. Transitions out of the Big Four segment and exits from the 

audit profession are more frequent among treated observations, while overall audit‑to‑audit 

firm mobility is similar across groups. These descriptive patterns motivate the 

within‑individual research design employed in the subsequent analysis. The two figures below 



plot the share of auditors employed in audit firms overall and in Big Four audit firms over the 

sample period, documenting a downward trend in both series. 

4. Empirical results 

We construct matched control groups using both never-treated and not-yet-treated individuals 

observed one year prior to the first childbirth event. Matching is conducted separately by 

treatment cohort using entropy balancing, which reweights control observations to match the 

covariate distribution of treated individuals. The balancing variables include age, gender, 

education level, log wages, log tenure, marital status, municipality, and Big 4 employment 

status. This procedure ensures that treated and control groups are comparable along observable 

pre-treatment characteristics before transition into parenthood. 

4.1 Career mobility and advancement following Parenthood 

To examine the dynamic effects of parenthood on auditors’ career mobility, we estimate an 

event-study specification using a two-way fixed effects framework. The model relates 

individual career mobility to event-time indicators defined relative to the year of first 

childbirth. Specifically, we construct indicator variables for the pre-treatment periods t = -3 and 

t = -2, while the post-treatment indicator captures the period from the year of childbirth (t = 0) 

to three years after childbirth (t = 3). The omitted reference category is t = -1, corresponding to 

one year before the first childbirth. This normalization allows the estimated coefficients to be 

interpreted relative to the pre-parenthood baseline period. The specification additionally 

controls for observable individual characteristics. The models include firm fixed effects and 

year fixed effects with standard errors clustered at the firm level to account for within-firm 

correlation over time. 

Table 2 presents the baseline event-study estimates examining whether parenthood affects 

auditors’ career mobility. The coefficients on the pre-treatment indicators (Pre3 and Pre2) are 

small and statistically insignificant across all specifications, providing no evidence of 

differential pre-trends between treated and control groups of auditors prior to childbirth. For 

the post-parenthood period, the estimated coefficients do not indicate a statistically significant 

increase in either audit-firm exits or profession exits during the first three years following 

childbirth. Similarly, no significant effect is observed for transitions from Big 4 to non-Big 4 

audit firms. Overall, the baseline evidence provides limited support for H1a to H1c when 

considering the average effect across auditors. 

While the average effects appear modest, the consequences of parenthood on career mobility 

may differ substantially across individuals. Table 3 presents the results from examining 

whether the effects of parenthood differ between female and male auditors. The interaction 

between the post-treatment indicator and the female indicator is positive and statistically 

significant for both audit-firm exits and profession exits. Specifically, female auditors 

experience an additional increase of approximately 2.6 percentage points in the probability of 

leaving their audit firms and 2.4 percentage points in the probability of leaving the audit 

profession following childbirth relative to male auditors. In contrast, no significant gender 

differences are observed in movements from Big 4 to non-Big 4 firms. 



These findings suggest that parenthood imposes substantially greater career adjustment 

pressures on women than on men, consistent with prior evidence on the motherhood penalty 

and unequal distribution of childcare responsibilities. Therefore, the results provide strong 

support for H3a. 

Table 4 reports the effects of parenthood on auditors’ annual salary using the Callaway and 

Sant’Anna (2021) estimator. The dependent variable is the natural logarithm of annual wages 

as a career advancement. 

For the full sample, parenthood is associated with a significant decline in earnings. However, 

substantial heterogeneity emerges across gender. Female auditors experience a considerably 

larger reduction in earnings than male auditors, and a longer time to return to the pre-childbirth 

level (see Figure 1). The average post-treatment effect equal -0.604 log points for women 

compared to -0.117 log points for men, and the difference between the two groups is 

statistically significant. These results indicate that the earnings consequences of parenthood are 

concentrated among women and are economically meaningful. The findings are consistent with 

slower career progression, reduced working hours, or temporary withdrawal from promotion-

intensive assignments following childbirth. Overall, the evidence strongly supports H2a and 

H3a. 

Figure 1: The dynamic effects of first childbirth on annual wages separately for female and 

male auditors. 

 

For further heterogeneity tests, we examine whether the career effects of parenthood vary 

according to auditors’ professional responsibility, proxied by signing auditor (AIC) status (see 

Table 5). The coefficients on the pre-treatment indicators remain statistically insignificant 

across all specifications, providing no evidence of differential pre-parenthood trends between 

signing and non-signing auditors. 



The interaction between the post-parenthood indicator and AIC status is positive and 

statistically significant for both audit-firm exits and professional exits. Specifically, aligning 

auditors' experience with an additional increase of approximately 2.2 percentage points in the 

probability of leaving their audit firms and 2.6 percentage points in the probability of leaving 

the audit profession following childbirth, relative to non-signing auditors. In contrast, the 

interaction effect is not statistically significant for transitions from Big 4 to non-Big 4 firms. 

These findings suggest that the career consequences of parenthood are particularly pronounced 

among auditors holding signing responsibilities. Given that signing auditors typically occupy 

more senior positions and face greater client, regulatory, and workload pressures, the transition 

to parenthood may create stronger work-family conflicts, increasing the likelihood of 

organisational and occupational exits. Overall, the results provide support for the argument that 

parenthood imposes greater career costs on auditors with higher professional responsibilities.  



Appendix A: Sample Construction at the Baseline Years 

                              (n = 9216) 

Year Overall Freq. 

(N) 

Overall 

Percent 

Between Freq. 

(n) 

Between 

Percent 

2007 35,676 34.39 2,265 24.58 

2008 11,671 11.25 792 8.59 

2009 5,102 4.92 373 4.05 

2010 7,499 7.23 586 6.36 

2011 10,657 10.27 900 9.77 

2012 7,448 7.18 684 7.42 

2013 5,567 5.37 565 6.13 

2014 4,639 4.47 519 5.63 

2015 2,176 2.10 273 2.96 

2016 4,790 4.62 687 7.45 

2017 3,981 3.84 665 7.22 

2018 4,535 4.37 907 9.84 

Total 103,741 100 9,216 100 

 

Appendix B: Variable definition 

Post Indicator variable equal to 1 if year t is greater than or equal to the 

calendar year of auditor i’s first childbirth, and 0 otherwise 

Big4_non-Big4 

 

Indicator variable equal to 1 if auditor i is employed at a Big 4 firm in 

year t − 1 and at a non–Big Four audit firm in year t, and 0 otherwise 

 

Exit_auditfirm 

 

Indicator variable equal to 1 if auditor i is employed outside the audit 

profession in year t, and 0 otherwise 

Leave_prof Indicator variable equal to 1 if auditor i exits the audit profession 

between year t − 1 and year t, and 0 otherwise 

Ln_wage Natural logarithm of auditor i’s annual wage in year t 

AIC Indicator variable equal to 1 if auditor i serves as a lead (signing) auditor 

in year t, and 0 otherwise 

Ln_tenure Natural logarithm of the number of years auditor i has been employed at 

the current audit firm as of year t 

Women Indicator variable equal to 1 if auditor i is female, and 0 if male 

Age Auditor i’s years old at year t 

Edu_level Categorical variable capturing auditor i’s highest educational attainment 

in year t (1=Bachelor’s, 2= Master’s, and, 3=PhD) 

Marital status Categorical variable capturing auditor i’s marital status in year t 

Office size Categorical variable based on the number of employees at the audit firm 

in year t (1=Micro, 2=Small, 3=Medium, 4=Large) 

Big 4 An indicator variable equal to one if auditor i is employed by a Big 4 

audit firm, and zero otherwise. 

Municipality Categorical variable indicating the municipality of residence of auditor i 

in year t. 

Stockholm Indicator variable equal to 1 if auditor i resides in Stockholm area in 

year t. 

 

 

 

 

 



 

Appendix C: Individual characteristics (individual-year sample) 

Variable N Mean SD Min Median Max 

Age 103,741 33.55 5.99 21 33 60 

Women 103,741 0.526 0.499 0 1 1 

Edu_level 103,741 1.648 0.482 1 2 3 

Ln_tenure 103,741 1.814 0.755 0 1.946 3.178 

Big4 103,741 0.439 0.496 0 0 1 

AIC 103,741 0.136 0.342 0 0 1 

Ln_wage 102,525 8.420 0.657 0 8.481 12.116 

Married/Cohabit 103,741 0.487 0.499 0 0 1 

Office size 103,741 2.892 1.034 1 3 4 

Stockholm 103,741 0.367 0.482 0 0 1 

 

 

  



Table 1: Data description 

Panel A: Individual characteristics at the baseline year (pre-parenthood) 

Variable N Mean SD Min Median Max 

Age 9216 27.41 3.718 21 26 45 

Women 9216 0.526 0.499 0 1 1 

Edu_level 9216 1.385 0.489 1 1 3 

Ln_tenure 9216 0.355 0.602 0 0 2.708 

Big4 9216 0.865 0.342 0 1 1 

Lead (signing) auditors 9216 0.036 0.187 0 0 1 

Ln_wage 9216 7.878 0.520 3.664 7.989 10.357 

Married/Cohabit 9216 0.069 0.253 0 0 1 

Office size 9216 3.235 0.921 1 4 4 

Stockholm 9216 0.402 0.490 0 0 1 

 Notes: Table reports the number of observations (N), mean, standard deviation (SD), minimum (Min), median, 

and maximum (Max) for each variable. ‘Male’, ‘Big4’, ‘AIC’, ‘Married/Cohabit’, and ‘Stockholm’ are indicator 

variables. ‘Ln_wage’, ‘Ln_teunre’ refers to the natural logarithm of wages and firm tenure. ‘Office size’ and 

‘edu_level’ are categorical variables coded as described in the text. 

Panel B: Parenthood 

                           Parenthood 

 No children With children Total Test 

N 26,386 (25.4%) 77,355 (74.6%) 103,741 (100.0%)  

     

Age 33.011 (7.4) 33.735 (5.1) 33.551 (5.9) <0.001 

Gender     

  Female 12,544 (47.5%) 41,688 (53.9%) 54,232 (52.3%) <0.001 

  Male 13,842 (52.5%) 35,667 (46.1%) 49,509 (47.7%)  

Marital status     

  Married/Cohabit 1,876 (7.1%) 42,251 (54.6%) 44,127 (42.5%) <0.001 

  Others 24,510 (92.9%) 35,104 (45.4%) 59,614 (57.5%)  

Edu_level     

  Bachelor 11,426 (43.3%) 25,311 (32.7%) 36,737 (35.4%) <0.001 

  Master 14,879 (56.4%) 51,912 (67.1%) 66,782 (64.4%)  

  PhD 90 (0.3%) 132 (0.2%) 222 (0.2%)  

Big4     

  0 13,083 (49.6%) 45,140 (58.4%) 58,223 (56.1%) <0.001 

  1 13,303 (50.4%) 32,215 (41.6%) 45,518 (43.9%)  

Ln_wage 8.449 (0.602) 8.411 (0.674) 8.420 (0.657) <0.001 

 

Panel C: Career trajectories between treated and control groups 

                         Parenthood 

 No children With children Total Test 

N 26,386 (25.4%) 77,355 (74.6%) 103,741 (100.0%)  

Exit_audit_firm 0.077 (0.267) 0.072 (0.259) 0.074 (0.261) 0.005 

Drop_profession 0.070 (0.256) 0.063 (0.244) 0.065 (0.247) <0.001 

Big4_to_non_big4 0.005 (0.067) 0.004 (0.65) 0.004 (0.066) 0.602 

Ln_wage 8.449 (0.602) 8.411 (0.674) 8.420 (0.657) <0.001 

Audit_lead 0.070 (0.255) 0.068 (0.252) 0.069 (0.253) 0.405 

 

 



Table 2: Event-study models predicting career trajectories evolved after transition to 

parenthood 

This table presents the results from the event-study specification estimated using firm and year fixed effects, with 

standard errors clustered at the firm level. The coefficients on the pre-treatment indicators (Pre3 and Pre2) are 

added to test for the parallel-trend assumption between the control and treated groups. The coefficient on the Post 

indicator captures the average change in career trajectories during the period from the year of first birth through 

three years afterwards, relative to one year before childbirth. 

 Exit_auditfirm Leave_prof Big4_nonbig4 

 (1) (2) (3) 

Pre3 0.0083 0.0039 -0.0005 

 (1.0057) (0.5276) (-0.3463) 

Pre2 0.0067 0.0033 -0.0016 

 (0.8999) (0.4749) (-1.1963) 

Post -0.0023 -0.0018 0.0013 

 (-0.3217) (-0.2781) (0.7354) 

Women 0.0071 0.0068 -0.0009 

 (1.6133) (1.6267) (-0.3701) 

AIC 0.0476** 0.0454** -0.0012 

 (2.2835) (2.3152) (-0.5339) 

Age -0.0039*** -0.0034*** -0.0003** 

 (-3.8075) (-3.2098) (-2.1076) 

edu_level 0.0028 0.0026 0.0018* 

 (0.7656) (0.7255) (1.6565) 

Ma_status 0.0010 0.0012 -0.0003 

 (0.7706) (0.9273) (-0.6366) 

ln_wage 0.0185** 0.0182*** 0.0022** 

 (2.3551) (2.5917) (2.0883) 

ln_tenure -0.0445* -0.0475** 0.0001 

 (-1.9523) (-2.1938) (0.1861) 

municipality 0.0001** 0.0001** -0.0000 

 (1.9658) (2.2171) (-1.0407) 

Office_size -0.0166** -0.0094** -0.0011 

 (-2.0624) (-2.1071) (-1.2936) 

Stockholm 0.0091* 0.0067 -0.0008 

 (1.7677) (1.3770) (-0.3275) 

_cons 0.1464*** 0.1101*** -0.0015 

 (3.0668) (3.3848) (-0.2346) 



Obs 28318.0000 28318.0000 28318.0000 

Adj.R-squared 0.2702 0.2710 0.1273 

Firm FE Yes Yes Yes 

Year FE Yes Yes Yes 

t statistics in parentheses 

* p < 0.10, ** p < 0.05, *** p < 0.01 

 

Table 3: Event-study models predicting career trajectories evolved after transition to 

parenthood, differing by gender. 

This table investigates whether parenthood affects female auditors differently from male auditors. The interaction 

between the post-parenthood indicator and the female indicator represents the average effect after becoming a 

parent for women. 

 Exit_auditfirm Leave_prof Big4_nonbig4 

 (1) (2) (3) 

pre3 0.0083 0.0039 -0.0005 

 (0.9985) (0.5204) (-0.3444) 

    

pre2 0.0069 0.0035 -0.0016 

 (0.9361) (0.5076) (-1.1994) 

    

1.Post -0.0155* -0.0139 0.0018 

 (-1.6802) (-1.6056) (0.6530) 

    

1.Women -0.0052 -0.0044 -0.0005 

 (-0.8573) (-0.7724) (-0.2944) 

    

1.Post#1.Women 0.0256** 0.0235** -0.0010 

 (2.4866) (2.4102) (-0.3597) 

    

AIC 0.0479** 0.0457** -0.0012 

 (2.3254) (2.3559) (-0.5370) 

    

Age -0.0040*** -0.0034*** -0.0003** 

 (-3.8752) (-3.2884) (-2.0717) 

    

edu_level 0.0024 0.0022 0.0018* 

 (0.6496) (0.6179) (1.6505) 

    

Ma_status 0.0011 0.0012 -0.0003 

 (0.7935) (0.9497) (-0.6355) 

    

ln_wage 0.0216*** 0.0210*** 0.0021** 

 (2.6701) (2.8670) (2.1563) 

    

ln_tenure -0.0457** -0.0487** 0.0001 

 (-1.9943) (-2.2301) (0.2455) 

    

municipality 0.0001** 0.0001** -0.0000 

 (2.0100) (2.2690) (-1.0393) 

    

Office_size -0.0168** -0.0097** -0.0011 

 (-2.0782) (-2.1397) (-1.2701) 



    

Stockholm 0.0092* 0.0068 -0.0008 

 (1.7931) (1.4012) (-0.3281) 

    

_cons 0.1326*** 0.0974*** -0.0010 

 (2.8355) (3.0679) (-0.1653) 

Obs 28318.0000 28318.0000 28318.0000 

Adj.R-squared 0.2706 0.2714 0.1272 

Firm FE Yes Yes Yes 

Year FE Yes Yes Yes 

t statistics in parentheses 
* p < 0.10, ** p < 0.05, *** p < 0.01 

 

Table 4: Effect of parenthood on salary – event study by gender 

This table reports the effects of parenthood (since the first childbirth) on auditors’ annual wages using the 

Callaway and Sant’Anna (2021) staggered Difference-in-Differences estimators. The dependent variable is the 

natural logarithm of annual wages. The estimates compare treated auditors with not-yet-treated auditors, while 

entropy balancing weights are used to align treated and control groups on pre-treatment characteristics, including 

age, gender, education, marital status, Big4 employment status, logarithm of tenure, municipality, and office size. 

Column (1) shows the results of parenthood effect on annual salary for the full sample. Columns (2) and (3) report 

estimates by gender, and column (4) reports the different effects of parenthood between women and men. 

 Full sample Women Men Women–Men 

 (1)  (2)  (3)  (4) 

Avg pre-treatment (placebo) -0.0052*  -0.0061  -0.0038  — 

 
(1.82)  (1.45)  (0.96)  

 

Avg post-treatment ATT -0.3878***  -0.6039***  -0.1171***  -0.6637*** 

 
(20.79)  (27.41)  (6.22)  (41.01) 

Covariates Yes  Yes  Yes  — 

Control group Not-yet treated Not-yet treated Not-yet treated — 

Entropy balancing Yes  Yes  Yes 
 

— 

Observations 65,335 35,320 30,015 — 

Treated individuals 0,000 0,000 0,000 — 

Treatment cohorts 00 00 00 — 

Joint pre-trend F-test  p-value:   Full 0.000  |  Women 0.000  |  Men 0.000 

 * p < 0.10, ** p < 0.05, *** p < 0.01. 

 



Table 5: Event-study models predicting career trajectories evolved after transition to 

parenthood, differing by lead (signing) auditor status 

This table shows results from event-study regression models, using two-way fixed effects to examine whether the 

effects of parenthood differ between signing auditors (AICs) and other auditors. The interaction term between 

Post and AIC represents the average effect after becoming a parent for the lead auditors.  

 Exit_auditfirm Leave_prof Big4_nonbig4 

 (1) (2) (3) 

Pre3 0.0080 0.0036 -0.0005 

 (0.9692) (0.4766) (-0.3596) 

    

Pre2 0.0066 0.0032 -0.0016 

 (0.8894) (0.4627) (-1.1972) 

    

1.Post -0.0058 -0.0060 0.0011 

 (-0.7041) (-0.7942) (0.7146) 

    

1.AIC 0.0328** 0.0275** -0.0020 

 (2.0236) (2.0341) (-0.6540) 

    

1.Post#1.AIC 0.0219* 0.0264** 0.0013 

 (1.7347) (1.9737) (0.3972) 

    

Women 0.0069 0.0066 -0.0010 

 (1.5763) (1.5908) (-0.3725) 

    

Age -0.0039*** -0.0033*** -0.0003** 

 (-3.8131) (-3.2155) (-2.1112) 

    

edu_level 0.0028 0.0026 0.0018* 

 (0.7660) (0.7281) (1.6518) 

    

Ma_status 0.0010 0.0012 -0.0003 

 (0.7474) (0.9008) (-0.6406) 

    

ln_wage 0.0181** 0.0177** 0.0022** 

 (2.3305) (2.5624) (2.1119) 

    

ln_tenure -0.0436* -0.0465** 0.0001 

 (-1.9339) (-2.1743) (0.2985) 

    

municipality 0.0001* 0.0001** -0.0000 

 (1.9492) (2.1966) (-1.0425) 

    

Office_size -0.0165** -0.0094** -0.0011 

 (-2.0570) (-2.0976) (-1.2922) 

    

Stockholm 0.0089* 0.0065 -0.0008 

 (1.7288) (1.3272) (-0.3319) 

    

_cons 0.1498*** 0.1142*** -0.0013 

 (3.1214) (3.4538) (-0.2103) 

Obs 28318 28318 28318 

Adj.R-squared 0.2703 0.2712 0.1272 

Firm FE Yes Yes Yes 

Year FE Yes Yes Yes 

t statistics in parentheses 

* p < 0.10, ** p < 0.05, *** p < 0.01 
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