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Abstract 
Australian accounting schools are widely perceived to be experiencing a staffing 
shortage. Many accounting schools are now seeking AACSB accreditation. There has 
been no consideration in the accounting literature of how such accreditation might impact 
on the future ability of accounting schools to attract the ex-practice accountants that have 
traditionally comprised the majority of their faculty recruits. To examine such 
implications, this paper presents an interpretive case study of an Australian business 
school which is in the process of applying for AACSB accreditation. The paper argues 
that an implication of the increasingly inflexible work environment driven by AACSB 
accreditation may be that academia becomes a less attractive workplace for ex-
practitioner faculty. This may further exacerbate existing academic staff shortages and 
reduce diversity and professional knowledge within accounting schools, with consequent 
implications for teaching, student engagement, and industry engagement. This in turn 
may have long term ramifications for the ability of the universities to attract students and 
thus earn the tuition fees on which they currently rely. 
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1. Introduction 
 
Australian accounting schools1 are widely perceived to be experiencing a staffing crisis, 
particularly in the technical areas of tax and audit (Tarrant 2006). A rapid growth in 
demand for accounting degrees, mainly from international students, has lead to 
burgeoning class sizes in most universities. At the same time, a growing demand for 
practicing accountants, combined with rapidly escalating salaries, is argued to have lead 
to a decrease in the number of potential candidates wishing to pursue an academic career 
(see, for example, Healy 2008; Njoku 2008; Subramaniam 2003). 

In the past, an important source of ‘entry level’ faculty in Australia has been 
practitioners seeking a career change. The flexibility inherent in academic work, 
particularly given the generous human resource policies of most Australian universities in 
comparison to private organisations, has made university employment attractive to a sub-
group of accounting professionals who are willing to sacrifice a higher salary in return for 
a more flexible work environment (Healy 2008). 

While all university departments are experiencing the changing wind of 
managerialism in its various forms (see, for example, Davies & Thomas 2002; Neuman & 
Guthrie 2002; Roberts et al. 2004; Willmont 1995), many Australian accounting schools 
have recently faced new pressures from their Vice Chancellors or Deans to gain AACSB 
accreditation. The Association to Advance Collegiate Schools of Business (AACSB) is a 
US-based business school accrediting body.  Accreditation has been for some time an 
important component of the processes of public legitimisation by universities in general 
and accounting schools in particular (Durand & McGuire 2005). While Australian schools 
have long been accredited by the Australian professional accounting bodies, they are now 
focusing on international sources of ‘quality’ accreditation.  AACSB claims that it 
provides a point of “differentiation” that “can be an important factor in identifying high-
quality business schools by prospective students, faculty and employers” (Trapnell 2007, 
p 67). While a small US-based literature indicates that AACSB accreditation has 
undoubtedly had significant implications for US faculty (see later discussion), there has 
been little deep examination of how such accreditation might impact on individual 
faculty. However, what is apparent in the few studies that do exist is that AACSB moves 
schools to a more homogenised faculty, particularly in terms of faculty qualifications and 
performance metrics. 

As AACSB is relatively new in Australia, there is no research considering the 
implication of AACSB accreditation for Australian faculty. Given that Australian 
accounting schools have traditionally employed a large proportion of their entry-level 
faculty from practice, rather than directly out of PhD programs as occurs in the US, it is 
of particular interest how AACSB accreditation might impact on the employment of ‘ex-
practice’ faculty. As Australian universities are renown in the Australian labour market 
for their excellent flexible work and leave policies (see, for example, the frequent citation 
of universities in awards such as the Equal Opportunity for Women in Workplace Agency 
Awards), unlike universities in the US (see, for example, recommendations by Mason & 
Goulden (2002) for the types of initiatives common in Australia), it is also of interest to 
examine how AACSB accreditation might impact on the attractiveness of academic 
employment to those seeking a more ‘flexible’ work life. Given that Australian 
accounting schools are argued to be suffering from a significant shortage of accounting 

 
 

                                                            
1 Universities use differing terminology to refer to their discipline groups, e.g. ‘departments’, ‘schools’, 
‘disciplines’. This paper will use the term ‘school’ to refer to a discipline group. 
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academics, it is important to understand the potential impact such accreditation may have 
on the ability of schools to recruit in the future. 

This paper will utilise a case study of the process of applying for AACSB 
accreditation within a leading Australian university to examine the potential impact of 
AACSB on individual accounting faculty. In particular, the study will look at the impact 
of AACSB on the flexibility traditionally inherent in the career options for faculty in an 
Australian accounting school. In doing so, this case study will incorporate micro-studies 
of typical faculty who would have been most likely to choose to utilise the flexibility 
inherent in academia in the past. 
 
2. Literature 
 
There has been widespread discussion across the literature of almost every discipline of 
the trends over the last 20 year of commodification and managerialism in the UK, US and 
Australian university sectors and the impacts this has for academic staff (see, for 
example, Willmont 1995, Davies & Thomas 2002; Neuman & Guthrie 2002; Parker 
2007; Roberts et al. 2004). The desire for increasing levels of quantifiable output from 
academics, coupled with increasing revenue generating activities, has resulted in 
accounting, like other disciplines, being pressured to produce more publications and gain 
more competitive grants (see, for example, early studies by Winefield and Jarrett (2001) 
and Winefield et al. (2003) and a summary of more recent studies by Watty et al. (2008)). 
What distinguishes accounting is that such demands for increased research output are 
being made of faculty who, at the same time, are teaching a rapidly increasing student 
load and managing ever more onerous administrative activities in schools which are 
already short-staffed (Subramaniam 2003). 

Australian accounting schools have long been characterised by diversity in terms 
of qualifications and experience of faculty; with schools having a mix of academics, some 
of whom have come directly into academic careers from their graduate degrees and others 
who are also professionally-qualified and experienced practitioners. ‘Career-change’ 
practitioners have long formed an important source of Australian accounting faculty, with 
Subramaniam (2003) finding “nearly 90% of [accounting faculty] respondents having 
worked in either public or commercial accounting” (p 515). The importance of the 
contribution of professionally-qualified practitioners to the quality of accounting 
programs has long been advocated by accounting education researchers (see, for example, 
Mounce et al. 2004; Njoka et al. 2008). Likewise, students studying professional degrees 
like accounting often indicate a preference to be taught by academics who can incorporate 
their own experience of the reality of practice into their classroom (Mounce et al. 2004). 

While the importance of workplace flexibility is often discussed in the literature in 
relation to women (see, for example, Mason and Goulden 2002; Trower and Chait 2002; 
White 2005), it has also been an important factor in attracting  practitioners into 
academia. Subramaniam (2003) found that a significant reason for practitioners moving 
into an academic career was “wanting a more flexible work schedule” (p 516) (see also 
Churchman 2002; Watty et al. 2008). This flexibility provided an important competitive 
advantage of university life for the recruitment of accounting faculty, rather than the ‘up 
or out’ atmosphere characterizing many professional accounting work environments. 

As few Australian universities have sought AACSB accreditation in the past, there 
is no literature regarding the impact of AACSB accreditation on faculty recruitment in 
Australia. However, the US literature clearly indicates that AACSB, among other 
university imperatives, will “help shape what types of faculty get hired and how they are 
rewarded” (Henninger 1998, p 407), with more critical researchers expressing concern 
that accreditation and other forms of assessment will “transform university cultures and 
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most important, intensify class, race, ethnicity, and gender discrimination” (Tinker & 
Fearfull 2007, p 126). While there is little empirical evidence presented in the accounting 
literature, the few US studies that do exist provide evidence that such impacts are not 
necessarily beneficial for students or existing faculty. In particular, it is evident that while 
AACSB might support schools having a proportion of ‘professionally-qualified’ faculty, 
the significant majority of staff must be PhD-qualified and actively publishing2 (see 
AACSB 2009). In consequence, accredited schools show a clear preference for faculty to 
focus on research rather than professional activities. Roberts et al. (2004), for example, 
found that following accreditation, faculty were putting more effort into research and less 
into “teaching, working with students, university and public service, participating in 
discipline-specific organizations, upgrading knowledge, and upgrading credentials” (p 
117). This change in emphasis is reported consistently across studies (see, for example, 
Henninger 1998; Poe & Viator 1990; Scherer et al. 2005), despite AACSB’s emphasis on 
‘assurance of learning’ and other teaching-related standards (AACSB 2009) and on the 
role of professionally qualified faculty as “important contributors to the mission of 
AACSB schools” (AACSB 2008, p 5). 

There is also evidence that AACSB accreditation will increase job stress for 
faculty (Roberts et al. 2004). More of Roberts et al.’s (2004) respondents thought their 
jobs were now less rewarding, they had poorer working relationships with colleagues and 
administrators, and the standard of classroom instruction had declined. Overall more 
faculty indicated they were less satisfied with their jobs after AACSB accreditation than 
claimed they were more satisfied. Lahey and Vihtelic (2000) found that this was 
particularly so for women, with women faculty members at AACSB accredited schools 
reporting lower job satisfaction than men. While claims are made that AACSB accredited 
schools pay higher salaries (e.g. White et al. forthcoming), Roberts et al. (2004) found 
that majority of staff reported that there had not been salary increases though 
accreditation. Most also reported that “tenure and promotion is more difficult now their 
school is AACSB accredited” (p 118). 

While not addressed directly in the US AACSB studies, other research has shown 
that any increase in emphasis on research output generally results in increased total 
workloads for faculty (Harris et al. 1998). Such workload increases tend to be most 
challenging for, and thus detrimental to the career aspirations of, “those people who have 
dependent others and a life outside [academic] work” (Anderson-Gough & Brown, 2008, 
p 95) (see also Harris et al. 1998).  Such “people” are often women with primary 
responsibility for their children, but may also include practitioners transitioning into 
academia. Such ex-practitioners may be trying to retain some engagement with 
commercial practice (as recommended by accrediting bodies such as AACSB and the 
professional accounting bodies and commentators such as Njoku et al. 2008). 

The next section will examine the impact on the accounting faculty of one 
university of the process of applying for AACSB accreditation for its business school. By 
using micro-case studies of ‘typical’ individual academics working in the school during 
this period, it will show that AACSB accreditation has a significant impact on the 
workload and job stress of faculty moving into academia from practice in general, and 
faculty utilizing flexible work arrangements in particular.  The case studies in turn 
indicate that AACSB schools may be a less attractive work environment for ex-
practitioners as the changes required by accreditation raise the ‘cost’ of entering an 
academic career and reduce flexibility regarding career progression. The implications for 
faculty diversity will then be considered. 
 

                                                            
2 The next section will explain AACSB’s faculty qualification requirements. 
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3. Methodology 
 
This paper uses an exploratory case study (Yin 2009) to examine the experiences of a 
business school that was in the process of applying for AACSB accreditation.  The case 
school was selected due to the ability of the author, as a member of staff, to gain “direct 
access to what people think, do and feel” (Jorgensen 1989, p 56) to develop a deep 
understanding of the impact of AACSB on individuals from within the case, rather than 
engaging only in a theoretical consideration “at a distance” (Llewellyn 1996, p 115). 
However the case school was also considered typical of the Australian business schools 
that are currently seeking AACSB accreditation. As every business school is different and 
as there is scope for schools to adopt slightly different measures of some AACSB 
standards, this paper attempts to provide “sufficient information about the context in 
which [the case] inquiry [was] carried out” (Lincoln & Guba 1985, p 124) to enable 
researchers to determine the relevance of the current case to their own university context. 

Within the case study, this paper presents four embedded micro-narratives of 
typical faculty who embody the focus of this study – current and ex- practitioner faculty 
of the type who form a significant number of Australian accounting program faculty. The 
faculty are identified within a particular school (as the case site) to facilitate the provision 
of a deep or ‘thick’ context for interpretive analysis (Denzin 1989). 

The primary sources of data were first, the author’s observations of formal 
meetings, discussions, and debates, as well as informal ‘corridor’ conversations, and 
second, the examination of the accreditation documents produced by the school. Such 
observations and interactions took place over a two year period. As a faculty member of 
the case school and as a member of the accreditation steering committee, the author was 
an active participant in many of the events being observed (Yin 2009). The dual roles 
facilitated by such participation – both as a facilitator of the interpretation and 
implementation of the AACSB standards within the case school and as a faculty member 
on whom the new standards were to have an impact – enabled the researcher to have a 
unique perspective of the accreditation process. As the author was a faculty member 
within the school, rather than a dean or administrator commenting on accreditation from 
outside the day-to-day experiences of faculty (as in previous research by Henninger 
(1998) and Poe and Viator (1990)), it was felt to enhance the trustworthiness of the 
resultant findings as it provided greater access and insights into the meanings which 
academics ‘at the coal-face’ may attach to the accreditation processes being observed 
(Jorgensen 1989; Yin 2009). In order to further validate the trustworthiness of the 
researcher’s conclusions, the preliminary findings were discussed with academics within 
of the case school and were also presented to a number of academics employed in 
universities which had, or which were in the process of seeking, AACSB accreditation 
(Lincoln & Guba 1985). The feedback from these knowledgeable individuals regarding 
the observed impacts of AACSB accreditation on individual faculty provided reflective 
validation of the findings that had been derived in this study. 
 
Case study – AACSB and the Accounting Discipline of an Australian Business School 
 
The case study focuses on the accounting discipline group within the broader business 
school of an urban G08 Australian university. The business school is the largest school in 
the university, with over 60 full-time-equivalent FTE tenured/tenure-track faculty and 
over 4000 students (20% of the total university enrolments). The business school delivers 
undergraduate and postgraduate programs over many business discipline areas, including 
marketing, management, accounting, and finance. The largest discipline area in terms of 
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student enrolments was accounting. The number of accounting students had more than 
tripled in the last 10 years, with the growth primarily comprising international students. 

While it has traditionally employed a higher proportion of faculty directly out of 
PhD programs than many other universities, the majority of the case university’s 
accounting faculty recruitments in the last 10 years have worked as accountants or in 
business prior to entering academia. At the time of this study, the accounting discipline 
had 13 tenured or tenure-track staff, all of whom were fulltime, plus two adjunct contract 
lecturers, a ‘retired’ professor, and a large number of casual tutors. It had a further 7 
vacant tenure-track positions at all academic levels. The majority of the accounting 
faculty were employed in tutor or lecturer positions3. All faculty except two were aged 
over 40 and the majority of faculty were aged over 50. 

Very few of the accounting faculty had a research degree when appointed to their 
first academic position. The majority commenced as tutors without a PhD and then 
undertook their research degree while working in academia. As staff had been able to 
choose whether they wanted to focus on research (compared with teaching and 
administration), a number of staff undertook relatively little, or even no, research. This 
choice was reflected in the relatively ‘junior’ accounting faculty profiles, where many 
older staff were very experienced teachers (and often held PhDs), but engaged in very 
little research and thus had not been promoted into associate professor or full professor 
ranks. Over the last 5 years, the school had gradually developed a greater research focus. 
However the majority of the ‘research active’ faculty were the younger staff (i.e. under 45 
years old). 

Like most Australian universities, the case university had excellent flexible work 
policies, enabling fractional appointments, job sharing, leave without pay, and 26 weeks 
paid maternity leave. However, at the time of this study, the only faculty formally using 
flexible work policies were two faculty on pre-retirement contracts that enabled 
employment at a fractional appointment for 2-3 years prior to retirement. However, a 
number of staff had, in the past, taken extended leave or worked in fractional 
appointments for personal reasons, family reasons, or to enable them to gain professional 
work experience in other organisations. 

In 2006, the Dean, with the support of the Vice Chancellor, announced that the 
School would seek accreditation with AACSB. At this time, there were only 3 AACSB-
accredited business schools in Australia, all of whom were significantly larger business 
schools than the case school. The Dean and Head of the business school both expressed 
the view that being AACSB accredited would provide an indicator to the international 
student market and the university community generally that the school provided ‘quality’ 
programs. This would, in turn, increase the school’s ability to attract international 
students into its programs, to build relationships with leading international universities, 
and to attract new faculty to the school. 

AACSB accreditation process ensures that applicants meet a number of AACSB-
defined standards that are perceived to underpin or represent academic quality (AACSB 
2009). A core criterion for accreditation is ‘faculty sufficiency’. This is defined as 
follows: 

 
“The school maintains a faculty sufficient to provide stability and ongoing quality 
improvement for the instructional programs offered…Students in all programs and 
locations have the opportunity to receive instruction from appropriately qualified 
faculty.” (AACSB 2009, p 44) 

                                                            
3 This staffing profile was typical of many Australian universities (see, for example, Irvine et al. 2010). 
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In establishing faculty sufficiency, schools need to satisfy two metrics: the 
percentage of teaching delivered by ‘participating faculty’ and the percentage of 
‘participating faculty’ who are ‘academically qualified’ and/or ‘professionally qualified’. 

First, the school needed to show that at least 75% of the school’s ‘teaching’ was 
delivered by ‘participating faculty’, rather than ‘support faculty’. A participating faculty 
member is a staff member who “actively engages in the activities of the school in matters 
beyond direct teaching responsibilities” (AACSB 2009, p 47). In Australian schools, 
tenured/tenure-track faculty are usually ‘participating’ and the large cohorts of contract4 
tutors and lecturers are ‘support faculty’. ‘Teaching’ can be measured in many different 
ways. The case school decided to measure it at the subject5 level – so only faculty who 
were coordinating subjects needed to be classified as ‘participating’ or ‘support’. 
However, this meant that to meet the metrics, the school now required as many subject 
coordinators as possible to be ‘participating’ members of faculty rather than ‘support’ 
staff. 

Second, the school needed to establish that at least 90% of its ‘participating 
faculty’ were sufficiently qualified, according to AACSB’s standards, to deliver a quality 
education program. AACSB uses the terms ‘academically qualified’ (AQ) and 
‘professionally qualified’ (PQ) to identify the conventional qualification paths into 
academia. While AACSB allows as little as 50% of faculty to be ‘academically qualified’, 
a greater percentage was required in schools offering a PhD program. Thus the case 
school decided it needed 60% of faculty to be AQ. 

AACSB state that the specific requirements to be AQ or PQ are to be set by the 
individual school. Each definition must have two parts: the initial qualifications required, 
and the requirements for maintaining faculty competence. While AACSB insist that they 
allow schools to define such criteria ‘consistent with their mission’, the accreditation 
standards provide a somewhat contradictory view, outlining a limited body of 
qualifications that are permitted for AQ. To meet AACSB’s standards, the majority of 
faculty must have a “doctorate degree” either in the “area in which the individual teaches” 
or “in a business field” from “a degree program intended to produce scholars capable of 
creating original scholarly contributions through advances in research or theory” 
(AACSB 2009). Thus AQ faculty in accounting must almost always be PhD qualified6, 
regardless of the role of research in the school’s mission. The ‘maintenance’ criteria 
appeared to allow much more flexibility. 

However, AACSB requires its accredited schools to exhibit ‘continuous 
improvement’ in all its standards, including what is required to be ‘qualified’. Thus the 
case school was aware that it would be expected to ‘increase the bar’ regarding its 
maintenance criteria in subsequent accreditation reviews. The school also wanted the 
maintenance criteria to be clear and to parallel performance measures already utilised 
within the school. They thus chose to specify a number of approved7 journal publications 
as the evidence of AQ ‘maintenance’. While this first-round definition of AQ did not 
require particular rankings of journals, it was anticipated that this would be a requirement 
of future definitions in order to show continuous improvement in research standards 
                                                            
4 ‘Contract’ staff are employed on short term employment agreements whereby they are contracted to teach 
particular classes for a single study period. 
5 A ‘subject’ is defined as a specified individual unit/course in which students enrol within a degree 
program eg MAII Management Accounting or FAIII Auditing. 
6 AACSB allow a small number of faculty to be ‘ABD’ (PhD completed ‘All But Dissertation’).  Such 
faculty do not need to meet the maintenance criteria to be AQ.  Note that AACSB did not allow the case 
university to treat faculty holding Masters by Research degrees (2 year thesis-only degrees) as having the 
equivalent of a US doctorate. 
7 The ‘approved’ journals were those listed by the Australian government Department of Education 
Employment and Workplace Relations as being independently refereed/peer reviewed. 
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within the school. So, in summary, at the time of the study, AQ faculty in the case school 
had to have a PhD and have a set number of DEEWR-recognised journal publications 
over the preceding 5 years. 

Like AQ, professionally qualified (PQ) faculty need to satisfy both an initial 
qualification and some maintenance activities. Defining PQ proved much more difficult 
for the school, as there were no existing criteria within the university that could be 
adopted. The school decided to set the qualification criteria as a specified number of years 
of professional experience combined with either a masters degree or professional 
qualification (eg CPA or ICAA membership for accountants). ‘Maintenance’ of PQ 
required faculty to be undertaking at least two out of a list of potential maintenance 
activities, some of which were more appropriate for faculty in practice and others for 
faculty who were full time academics.   

It was apparent early in the accreditation process that many disciplines within the 
case business school, including accounting, did not satisfy the proportion of AQ/PQ 
faculty that the school required for accreditation. This was primarily due to the small 
number of AQ faculty, rather than the number of PQ faculty. Thus the focus of the school 
management quickly turned to increasing the proportion of faculty who would be 
considered AQ. 

As the school needed to urgently work towards particular target percentages of 
AQ and PQ staff in its programs, it was natural that the focus of recruitment and retention 
would be influenced by these criteria. Thus by the end of 2007, the school Head 
announced a number of significant changes to the appointments, workload, and 
promotion criteria. All faculty appointed at lecturer level or above would now have to 
meet the criteria to be classified as AQ. He also indicated that a priority of the school 
would be to encourage and assist existing non-AQ qualified staff to attain AQ status. A 
number of faculty were given a less than full teaching load and given relief from 
administrative duties to enable them to progress their PhDs. Tenure-track tutors were 
required as a condition of employment to enrol in and be progressing in a PhD. As all 
lecturer appointments now required a PhD, it was apparent that the tutors would now 
need a completed PhD to gain promotion to lecturer. In order to reward AQ and PQ staff 
and to provide monetary incentives to staff to attain AQ, a loading was offered to 
qualified staff for 2008. However the long time frames associated with the achievement 
of higher degree and publication outcomes meant that few non-AQ faculty would 
realistically be expected to have attained AQ status by the time that the ‘faculty 
sufficiency’ data needed to be submitted to AACSB. It was also unlikely that older 
faculty who were close to retirement would undertake the necessary activities to become 
AQ. 

As a further reinforcement of the AACSB requirements, the school introduced a 
new workload formula in 2009. Faculty who were considered ‘research active’ were 
given reduced teaching loads. The definition of ‘research active’ faculty included those 
that, among other requirements, were considered AQ. To be ‘research active’, faculty 
were also required to be actively applying for external research grants, publishing in 
higher ranked journals and supervising PhD or other research students. 

While the case school was trying to build its research focus, it received a sharp 
reminder of the risks of directing attention away from its teaching practices, and on the 
importance of having staff with professional backgrounds. In early 2009, the business 
school in general, and the accounting discipline in particular, came to the attention of the 
Vice Chancellor following a lower than expected ranking in the annual Australian 
Graduate satisfaction survey administered to all graduates from all Australian degree 
programs. According to the survey results, one significant source of graduate 
dissatisfaction was being taught by large numbers of contract tutors who did not have any 

10 



Lightbody: Exacerbating Staff Shortages 
 

practical knowledge of actual accounting work. The school was told that it had to ‘do 
something’ to improve these results. 
 
4. Four accounting faculty8 
 
The above section has introduced the case business school and outlined the pressures 
created by the desire to achieve AACSB accreditation and the school’s responses to those 
pressures. As noted, a number of these responses comprised changes to policies and 
practices that may be expected to impact on the ‘grass-roots’ faculty themselves. 

The changes to recruitment and promotion practices noted above can be expected 
to impact particularly on staff in the earlier years of their academic careers. As previously 
noted, the primary source of new faculty has been those transitioning from 
practice/commerce. Such faculty generally do not have a PhD prior to appointment and 
are attracted to academia by factors that include the greater workplace flexibility offered 
to employees. In order to examine the impact that the changes being driven by AACSB 
accreditation are having on such faculty in the case university, this section will present 
four embedded micro-case studies of accounting staff. The studies will consider the 
experiences of (1) a new tutor coming into academia from practice, (2) the employment 
of a new lecturer, (3) an existing lecturer who had utilised flexible work practices, and (4) 
an adjunct lecturer9. The following discussion will then examine the impact of the 
AACSB view of the academic world, at least as interpreted by the case university, on the 
attractiveness of academia as a career for such individuals. 
 
New Faculty – Transitioning from Practice to Academia 
 
Natalie commenced as a tenure-track assistant lecturer (tutor) in 2008. She had previously 
worked as an administrator in the nonprofit sector for some years. As Natalie was a very 
capable tutor and administrator, she was asked to teach in very large first year and second 
year subjects. As the School was short staffed, she also conducted some lectures in these 
subjects and assisted with the administration of assignments and exams.  The students 
appreciated that she was very knowledgeable and supportive and came to her for extra 
help. They told her many of the tenured faculty did not seem to have time for them and 
that many of the contract tutors did not really know the content of the subject, nor did 
they care to explain things the students did not understand. Natalie also suspected that the 
subject coordinator was giving her work that other tutors were not required to do, as she 
was so capable. 

While tenure-track tutors like Natalie are not defined as ‘participating faculty’ as 
they are not coordinating subjects and thus do not need to be either AQ or PQ, the broader 
pressures within the School to increase the level of AQ faculty meant that a condition of 
Natalie’s appointment was that she complete her pre-PhD coursework and enrol in her 
PhD as soon as possible. She also knew she could not seek promotion to lecturer level 
until she had completed her PhD. 
 
New Faculty – Experienced Lecturer v PhD Qualification 
 
Surah applied for a Level B position in accounting in the business school. She had 20 
years of teaching experience at another university and had held many administrative roles 
                                                            
8 Each faculty member is referred to using a pseudonym. 
9 In the case university, ‘Adjunct’ is an honorary title conferred upon people from outside the university 
who make a particularly significant contribution to the achievement of the academic goals of the university 
– in this case, delivering accounting education to MBA students. 
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within her school. She had an above average number of publications for the level at which 
she was applying. While she did not have a PhD, she had a good research-based masters 
degree and was willing to enrol in a PhD on appointment. 

Surah did not get the position. Instead it was awarded to an applicant with limited 
teaching experience and no practical accounting experience, but with a PhD and a ‘good 
journal’ publication. Undergraduate students responded to the appointee’s heavy foreign 
accent with complaints that they could not understand her. This included students from 
her country of origin. She was thus allocated teaching in masters subjects with small 
enrolment numbers (unlike her colleagues who had to cover her undergraduate load as 
well as their own). 
 
Existing Faculty – Taking Family Leave or Working Part-time 
 
During the last 5 years, Megan, a PhD qualified tenured faculty member, had taken 12 
months maternity leave (a standard arrangement under the University’s maternity leave 
policy). She had also worked a further six months in a 0.6 fractional appointment while 
looking after her sick child. 

When the school undertook its first evaluation of faculty qualifications for its 
AACSB pre-application documentation, the school proposed that the publications for AQ 
be measured over 5 years fulltime equivalent, to provide some flexibility for faculty who 
had taken extended periods of leave. Megan thus expected that her publications would be 
measured over the preceding 6 years (5 years, plus 1.2 extra years to compensate for her 
periods of leave). This would have given her significantly more than the required 
publication output as she had a number of publications prior to her leave. She was 
shocked to learn that she was not considered AQ by the AACSB Assessor, despite being 
one of the top publishers in her discipline group. On inquiring, she learnt that AACSB 
would not make allowance for faculty working less than fulltime – they must meet the 
same metrics as fulltime faculty. Because of the time taken to complete research projects 
and the delays between submission and publication, her research since she had returned 
from leave was not counted in the school’s calculation of its AQ metrics as it had not 
resulted in publications within the 5 year measurement period. 

If she was not classified as AQ, Megan would not be eligible for the 
‘encouragement’ support that the school had decided to give to qualified staff. She would 
miss out on the salary loading given to AQ faculty and, under the school’s new workload 
model, she would be classified as less ‘research active’ and given a much higher teaching 
load. This would decrease the time she has for research, having a further negative impact 
on her publication output and making it less likely that she will be AQ in the future. 
 
Existing Faculty – Adjunct Lecturer 
 
Andrew had held a contract as an adjunct lecturer in a part-time capacity for some years. 
He is a highly respected senior executive in a major Australian company. He taught 
accounting subjects in the MBA program, where he received high evaluations from his 
students. Andrew was considered PQ for AACSB purposes. However, the Head has 
recently told him that unless he completes a PhD and becomes AQ, he will no longer be 
appointed to teach his MBA classes. 
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5. Discussion 
 
The primary impact of the decision by the business school to seek AACSB accreditation 
is the expectation that all ‘early career’ faculty would strive to meet the established 
qualification standards, regardless of whether they wanted promotion (or even 
appointment to a tenure-track position) or not. In particular, the existing shortage of AQ 
faculty meant that the focus of the Head was on increasing the number of faculty who 
were both PhD qualified and research active. This change in emphasis on the importance 
of the PhD was driven entirely by the desire for AACSB accreditation, as there were no 
other external or internal motivators supporting an increase in the level of acceptable 
faculty qualifications. While there were pressures from other sources to increase research 
output, the focus was on increasing publications and grant income within the school 
generally and did not seem to translate into a requirement for a significant majority of 
individual academics to meet such requirements. 

The changes driven by the AACSB accreditation process in the case university 
can be seen to have a number of implications for the highly-valued flexibility traditionally 
available to the academics. Such changes may impact in particular on faculty 
transitioning into academic from practice, thus making academia a less attractive career 
option for such accountants. 

First, it appears that to gain AACSB accreditation, business schools in Australia 
will require the qualifications of lecturing faculty, including those employed on short-
term contract or in teaching-focused schools, to conform to the US model whereby 
lecturers are expected to complete a PhD prior to applying for academic positions. This is 
a significant change from conventional practice in Australian accounting schools. In the 
past, faculty like Natalie who were moving into an academic career could focus in their 
first few years on building their teaching and administrative profile, while commencing 
their research training. Experienced research-active lecturers like Surah could be 
appointed without a PhD. The incentives (or punishments for failing) to complete a PhD 
as soon as possible identified in the case study show that the focus on the PhD 
qualification will increase workloads for all non-qualified faculty as they either undertake 
a PhD on top of their existing teaching or are required to take on additional teaching 
because they are not ‘research active’. Increased workloads are associated with increased 
stress (Winefield & Jarret, 2001; Winefield et al. 2003), which in turn will result in a fall 
in the desirability of academia as a place of employment. 

The case study also indicated that accreditation will require AQ faculty to 
maintain particular levels of research output regardless of their fraction of employment 
during the period of assessment. By penalizing staff who have time away from work, 
perhaps to care for family members, due to personal illness, or taking long service leave, 
AACSB accreditation makes academia a less ‘employee friendly’ workplace, with faculty 
being given no choice but to work full time to meet the required output metrics. Faculty 
are thus more likely to end up stressed or even burnt out, with the consequent implication 
of higher turnover (Almer and Kaplan, 2002). Perhaps faculty like Natalie might echo the 
feelings of a new academic cited in Churchman’s (2002) study: 

 
“I chose academia as a lifestyle decision. If I wanted to work this way, I would 
have stayed in chartered accounting where I would, at least, get paid for these long 
hours.” (p 650) 
 
In an environment where accounting schools are competing for staff, destroying 

the flexible work practices that have comprised a significant competitive advantage for 
academic departments will only exacerbate the current staffing shortage. 
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Second, the requirement for the significant majority of faculty teaching 
accounting programs in Australian business schools to be ‘academically qualified’, 
combined with the shortage of such faculty in Australia, has been shown to divert the 
attention of school-level decision making and reward systems towards encouraging all 
faculty (or at least as many as possible) to become AQ rather than PQ or ‘unqualified’. 
While AACSB argues for the importance of ‘professionally qualified’ faculty within 
business schools (AACSB 2008), this case study appears to be endorsing US findings that 
PQ faculty like Natalie would not be hired into tenure-track positions. While Henninger 
(1998, p 416) suggests that in the US, PQ faculty “maybe…could help out” as contract or 
adjunct staff only, the actions of the case school seems to imply that PQ professionals like 
Andrew may not be acceptable even in an adjunct role while there is a shortage of AQ 
faculty. Reducing the number of PQ faculty makes it less likely that accounting students 
will gain the benefits that practitioners can bring to the classroom. As practitioners have 
comprised a significant source of academic labour, particularly in MBA programs, the 
discouragement of such persons from teaching may further increase the current faculty 
shortage. 

Third, the pressure on staff to become academically qualified and to maintain such 
status indicates that Australian accounting schools may be moving to the “up or out” 
model typically seen in professional practice and common in US academic institutions 
(see, for example, Henninger’s (1998, p 415) evidence that faculty were “either up (to the 
degree [PhD] or out”). This in turn suggests there is no longer a place in the AACSB 
accredited school for faculty like Surah who wish to place a priority on teaching or 
professional activities or even university administrative activities and are content to 
remain at a lower level of appointment. 

Such changes to the priorities of both existing and new faculty may impact 
negatively on both education quality (supposedly the objective of not just AACSB, but all 
universities) and on the financial security of universities. If universities across Australia 
follow the AACSB model of recruiting and retaining only “‘top’ researchers, who are 
adverse to teaching” rather than more ‘rounded’ academics or practitioners like Natalie, 
Surah and Andrew who are keen to teach (as well as research) and who can prepare 
students for employment, it is students who will “suffer poor quality teaching” (Tinker 
and Fearfull, 2007, p 137). As has been seen in the case business school, university 
rankings schemes are giving students increasing opportunities to publically identify such 
shortcomings. While AACSB accreditation is advocated as a means of attracting students, 
low rankings in national and international ‘quality’ indicators would be expected to have 
a negative impact on the ability of the university to attract future students and thus to earn 
the significant tuition fees that most rely on accounting schools to provide. If the 
increasing flow of international students abates, as is widely predicted, universities will 
become even more concerned about graduate ratings, as they compete for a decreased 
pool of tuition dollars.  Student fees, and thus teaching quality, may see a resurgence of 
importance in the minds of Deans as universities struggle to be economically viable. 
However, if faculty that want to teach and to teach well are no longer present in 
academia, or have been effectively indoctrinated in the new research culture, regaining 
teaching quality may be a difficult exercise. 

While Australian universities do not rely to the same extent on alumni dollars as a 
significant component of their revenue streams as their US counterparts, professional 
accountants will eventually become concerned about the lack of, or inadequacies in, 
technical content in university programs (Tinker & Fearfull 2007). Already, a rare study 
of the experiences of casual tutors, many of whom are professional accountants, indicates 
that they are often appalled by the attitude of many accounting academics towards 
teaching (Churchman 2002). Both professional accounting bodies in Australia have 
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established their own ‘alternative pathways’ to provide the equivalent of undergraduate 
accounting programs directly to students, rather than relying solely on universities to 
provide such education. While alumni may not contribute in any material way directly to 
Australian universities, they do have considerable political power to influence the future 
funding of tertiary education. If they do not perceive that such education provides value 
in terms of training future professionals, they will not be a source of support to lobby 
government to fund universities. They may also direct support to efforts by the 
professional accounting bodies to provide professional training themselves, rather than 
relying on the universities as in the past. Thus a decline in teaching quality or adequacy of 
university education for professional preparation may result in a loss of student numbers 
and a decline in the tuition and government funding on which universities rely.  

Thus overall, it appears that AACSB accreditation may have a significant impact 
on the faculty shortage in Australia. By imposing a US-style training model on new 
faculty, increasing workloads for existing faculty, and requiring all faculty, regardless of 
the proportion of their time that they have to spend on research, to meet the same 
performance metrics, AACSB accreditation reduces much of the workplace and workload 
flexibility that has formed the traditional advantage of academia over practice. At the 
same time, the implementation of AACSB ‘quality’ standards appears to result in the 
devaluation of practice experience, and thus practitioners themselves, as an important 
contribution to good teaching. These consequences can only make academia a less 
attractive career option for accountants. In turn, this may well make the accounting 
education provided by Australian universities a less relevant and engaging experience for 
accounting students, who may then see enrolment in an accounting program as a less 
attractive education option. 
 
6. Further research 
 
This paper is intended to be an early exploration of potential issues associated with 
AACSB accreditation in contemporary Australian accounting schools. Further research is 
clearly required in this area. As noted in the case study, there is some scope for schools to 
define metrics associated with faculty sufficiency in differing ways. Perhaps some 
definitions will have a greater impact on faculty than others. 

As AACSB accreditation becomes a more widespread feature of accounting 
schools, further examination of its actual impact is required. Such research would extend 
this paper which merely considered the early and potential impact of such developments. 
This paper also reflected a clear short-termism in many of the management reactions to 
the faculty insufficiencies regarding AACSB metrics. There is a need to study the longer 
term impact of current faculty management practices and to see if the views of senior 
management changes over time. Will they reprioritise teaching, if not above research, 
then at least to some form of equivalency? 

There is also a need to examine the impact of AACSB in other non-US countries. 
Some New Zealand universities have had a longer period as AACSB accredited 
institutions than Australian universities. Investigating the New Zealand experience would 
provide greater insights into the longer term impact of AACSB in an environment with a 
similar history of accounting education to Australia. As AACSB are promoting their 
accreditation scheme across Europe and Asia, research is needed to understand the impact 
of accreditation on faculty in schools with a diverse range of cultures and histories. 
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7. Conclusion 
 
Many Australian business schools are seeking to become AACSB accredited in order to 
increase their marketability for students. This paper has used a case study of a business 
school and its faculty to argue that AACSB accreditation will have a significant impact on 
individual academics within accounting schools. In particular, the inflexibility shown by 
AACSB regarding ‘faculty qualifications’ will make academia a less attractive career 
option for ‘career change’ accountants seeking the flexibility traditionally inherent in 
academic employment. It thus appears that the current obsession by Australian business 
schools to pursue AACSB accreditation may have a number of negative consequences for 
universities. It may in fact exacerbate, rather than relieve, the current shortage of 
accounting faculty and result in a fall in teaching quality, which ironically conflicts with 
the objective of AACSB accreditation to recognise high quality business education 
programs. The loss of ex-practitioners from the teaching faculty may also result in 
accounting programs that are perceived as less relevant and engaging by students. This in 
turn may have long term ramifications for the ability of the universities to attract students 
and thus earn the tuition fees on which they currently rely. 
 
References 
AACSB 2009, Eligibility Procedures and Accreditation Standards for Business 

Accreditation, AACSB, Revised July 1, 2009, accessed 31/8/09, 
http://www.aacsb.edu/accreditation/standards.asp 

AACSB 2008, Deploying Professionally Qualified Faculty: An Interpretation of AACSB 
Standards, AACSB White Paper, revised February 2008, accessed 31/8/09, 
http://www.aacsb.edu/accreditation/papers/index.asp 

Allen, M & Castleman, T 2001, ‘Fighting the pipeline fallacy’, in A Brooks & A 
Mackinnon (eds.), Gender and the Restructured University: Changing Management 
and Culture in Higher Education, Open University Press: Philadelphia, pp151-165. 

Almer, E & Kaplan, S 2000, ‘The effects of flexible work arrangements on stressors, 
burnout, and behavioral job outcomes’, Behavioral Research in Accounting, vol.14, 
pp1-34. 

Anderson-Gough, F & Brown, R 2008, ‘University management practices, accounting, 
gender and institutional denial’, Pacific Accounting Review, vol.20, no.2, pp94-101. 

Asmar, C 1999, ‘Is there a gendered agenda in academia? The research experience of 
female and male PhD graduates in Australian universities’, Higher Education, vol.38, 
pp255-273. 

Brooks, A & Mackinnon, A 2001, Gender and the Restructured University: Changing 
Management and Culture in Higher Education, Open University Press: Buckingham, 
UK. 

Buchheit, S, Collins, A & Collins, D 2000, ‘Must female accounting faculty publish more 
to achieve tenure?’, Women in Management Review, vol.15, no.7, pp344-355. 

Churchman, D 2002, ‘Voices of the academy: academics’ responses to the corporatizing 
of academia’, Critical Perspectives on Accounting, vol.13, pp646-656. 

Davies, A & Thomas, R 2002, ‘Managerialism and accountability in higher education: the 
gendered nature of restructuring and the costs to academic service’, Critical 
Perspectives on Accounting, vol.13, pp179-193. 

Denzin, N 1989, Interpretive Interactionism, Sage: Newbury Park. 
Durand, R & McGuire, J 2005, ‘Legitimating agencies in the face of selection: the case of 

AACSB’, Organization Studies, vol.26, no.2, pp165-196. 

16 

http://www.aacsb.edu/accreditation/standards.asp
http://www.aacsb.edu/accreditation/papers/index.asp


Lightbody: Exacerbating Staff Shortages 
 

Feucht, FJ, Kratchman, SH, Smith, KT & Smith, LM 2009, ‘Changes in gender 
distribution among accounting academics’, International Journal of Critical 
Accounting, vol.1, nos.1/2, pp110-122. 

Harris, P, Thiele, B & Currie, J 1998, ‘Success, gender and academic voices: consuming 
passion or selling the soul?’, Gender and Education, vol.10, no.2, pp133-148. 

Healy, G 2008, ‘Staff drought as more shun career in sector’, The Australian, July 09, 
accessed 30/06/09, http://www.theaustralian.com.au/news/staff-drought-as-more-shun-
career-in-sector/story-e6frgcoo-1111116858936 

Hukai, D & Li, J 2008, The underrepresentation of women in accounting academia, 
Proceedings of the Allied Academics Internet Conference, vol.10. 

Henninger, EA 1998, ‘Perceptions of the impact of new AACSB standards on faculty 
qualifications’, Journal of Organizational Change, vol.11, no.5, pp407-424. 

Irvine, H, Moerman, L & Rudkin, K 2010, ‘A Green Drought: mentoring challenges for 
Australian accounting academics’, Accounting Research Journal, in press. 

Jordan, CE, Pate, GR, & Clark, SJ 2006, ‘Gender imbalance in accounting academia: past 
and present’, Journal of Education for Business, January/February, pp165-169. 

Jorgensen, DJ 1989, Participant Observation, Sage: Newbury Park, CA. 
Lahey, KE & Vihtelic, JL 2000, ‘Finance faculty demographics, career history, diversity 

and job satisfaction’, Financial Practice and Education, Spring/Summer, pp111-122. 
Lincoln, Y & Guba, E 1985, Naturalistic Inquiry, Sage: Beverly Hills, CA. 
Llewellyn, S 1996, ‘Theories for theorists or theories for practice? Liberating academic 

accounting research?’, Accounting Auditing and Accountability Journal, vol.9, no.4, 
pp112-118. 

Mason, M & Goulden, M 2002, ‘Do babies matter? The effect of family formation on the 
lifelong careers of academic men and women’, Academe Online, Nov-Dec, accessed 
on 24/12/08, http://aaup.org/AAUP/pubsres/academe/2002/ND/Feat/Maso.htm 

Misra, S & McMahon, G 2006, ‘Diversity in higher education: the three Rs’, Journal of 
Education for Business, September/October, pp40-43. 

Mounce, P, Mauldin, D, & Braun, R 2004, ‘The importance of relevant practical 
experience among accounting faculty: an empirical analysis of students’ perceptions’, 
Issues in Accounting Education, vol.19, no.4, pp399-411. 

Neumann, R & Guthrie, J 2002, ‘The corporatization of research in Australian higher 
education’, Critical Perspectives on Accounting, vol.13, pp721-741. 

Njoku, JC, van der Heijden, BIJM & Inanga, EL 2010, ‘Fusion of expertise among 
accounting faculty: towards an expertise model for academia in accounting’, Critical 
Perspectives on Accounting, vol.21, no.1, pp51-62. 

Parker, LD 2007, Universities Redefined: Engines of Commerce, Plenary keynote address 
at the 29th EAIR Forum of The European Higher Education Society, Innsbruck, 
August. 

Plumlee, RD, Kachelmeier, S, Madeo, S, Pratt, J & Krull, G 2006, ‘Assessing the 
shortage of accounting faculty’, Issues in Accounting Education, vol.21, no.2, pp 113-
125. 

Poe, CD & Viator, R 1990, ‘AACSB accounting accreditation and administrators’ 
attitudes toward criteria for the evaluation of faculty’, Issues in Accounting Education, 
vol.5, no.1, pp59-77. 

Pocock, B 2003, The Work/Life Collision, The Federation Press: Sydney. 
Roberts, W, Johnson, R & Groesbeck, J 2004, ‘The faculty perspective on the impact of 

AACSB accreditation’, Academy of Educational Leadership Journal, vol.8, no.1, 
pp111-125. 

Saravanamuthu, K & Tinker, T 2002, ‘The university in the new corporate world’, 
Critical Perspectives on Accounting, vol.13, pp 545-554. 

17 
 

http://www.theaustralian.com.au/news/staff-drought-as-more-shun-career-in-sector/story-e6frgcoo-1111116858936
http://www.theaustralian.com.au/news/staff-drought-as-more-shun-career-in-sector/story-e6frgcoo-1111116858936
http://aaup.org/AAUP/pubsres/academe/2002/ND/Feat/Maso.htm


AAFBJ  |  Volume 4, no. 2, 2010 

18 

Sayre, T, Holmes, S, Hassesback, J, Strawser, R & Rowe, B 2000, ‘The association of 
gender with academic accountant salaries’, Journal of Accounting Education, vol.18, 
pp 189-213. 

Scherer, R, Javalgi, R, Bryant, M & Tukel, O 2005, ‘Challenges of AACSB international 
accreditation for business schools in the United States and Europe’, Thunderbird 
International Business Review, vol.47, no.6, pp 651-669. 

Subramaniam, N 2003, ‘Factors affecting the career progress of academic accountants in 
Australia: cross-institutional and gender perspectives’, Higher Education, vol.46, pp 
507-542. 

Tarrant, D 2006, ‘Endangered species’, InTheBlack, vol.76, no.9, pp38-40. 
Tinker, T & Fearfull, A 2007, ‘The workplace politics of US accounting: race, class and 

gender discrimination at Baruch College’, Critical Perspectives on Accounting, vol.18, 
no.1, pp123-138. 

Trower, CA & Chait, RP 2002, ‘Faculty diversity’, Harvard Magazine, March-April, 
pp33-37. 

UQSRC 2008, Gender differences in early post-PhD employment in Australian 
universities, The University of Queensland Social Research Centre. 

Ward, S, Cook, E, & Ward, D 2004, ‘Job satisfaction of male and female accounting 
faculty: the effect of sex-role orientation and academic rank’, Academy of Educational 
Leadership Journal, vol.8, no.1, pp35-58. 

Watty, K, Bellamy, S, & Morley, C 2008, ‘Changes in higher education and valuing the 
job: the views of accounting academics in Australia’, Journal of Higher Education 
Policy and Management, vol.30, no.2, pp139-151. 

Weisenfeld, L & Robinson-Backmon, I 2007, ‘Accounting faculty perceptions regarding 
diversity issues and academic environment’, Issues in Accounting Education, vol.22, 
no.3, pp429-445. 

White, J 2005, ‘Pipeline to pathways’, Liberal Education, Winter, pp22-27. 
White, J, Miles, M, & Levernier, W 2010, Brand management and the future of AACSB 

International, The Journal of Management Development, in press. 
Willmont, H 1995, ‘Managing the academics: commodification and control in the 

development of university education in the UK’, Human Relations, vol.48, no.9, 
pp993-1027. 

Winefield, A & Jarret, R 2001, ‘Occupational stress in university staff’, International 
Journal of Stress Management, vol.8, no.4, pp285-298. 

Winefield, A, Gillespe, N, Stough, C, Dua, J, Hapuarachchi, J & Boyd, C 2003, 
‘Occupational stress in Australian university staff: results from a national survey’, 
International Journal of Stress Management, vol.10, no.1, pp51-63. 

Yin, R 2009, Case Study Research: Design and Methods, 4th edition, Sage: Thousand 
Oaks CA. 

 


