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1 Introduction

Manpower, Inc., a leading international employment services provider, reported a growing
and global ‘talent crunch’ expected to grow ‘more acute and more widespread’ over the
next ten years (Manpower, 2006a). Kuptsch and Pang (2006) note that the importance of
human capital to today’s knowledge-based economies has created a ‘global quest for
talent’ with countries competing for the ‘best trained and most skilled” workers. A result
of demographic shifts, technological advances and globalisation, as well as inadequate
educational programmes, the ‘talent shortage’ is expected to affect global development
throughout the world (Bloom and Canning, 2006; Manpower, 2006a).

Competition for qualified employees has already become fierce and will likely represent
an increasing challenge for employers (Patel, 2002). In the accounting profession the
competition has already heated up. An international survey of 33,000 employers in 23
countries by Manpower cited accountants as among the top ten jobs that employers are
having difficulty filling (Manpower, 2006b). PricewaterhouseCoopers, an international
public accounting firm, reported ‘we beg, we borrow, we steal, we grovel, we scour the
world’ to find personnel (McGee, 2005). To cope with what is expected to be a long-term
shortage of accounting talent, Grant Thornton is experimenting with recruiting in
Singapore and bringing in international English-speaking employees using H-1B and L
visas (Hansen, 2006). In the UK, a severe shortage of qualified accountants has resulted
in higher salaries and companies “having ‘to go the extra mile’ to secure talent”
(Shortage, 2007). The Bureau of Labor Statistics (2007) projects that accounting shortages
will continue, as growth in accounting employment will increase ‘faster than average’ at
a rate estimated between 18% and 26% through 2014. Being able to successfully recruit
and retain skilled accounting profession employees will be critical to firms’ success in
the future.

Successful recruitment and retention of talent requires identification and consideration
of work environment preferences and ‘fit.” Research on social identity (Tajfel and Turner,
1979) and social exchange theory (Adams, 1965) in the management discipline indicates
that the process of self-categorisation and the in-group effects which result from fit
perceptions causes positive attributions among group members (co-workers) and leads to
more cooperative work behaviours and lower levels of turnover (Brewer and Miller, 1984;
Westerman, 2001). In addition, employees who identify with their employers tend to
engage in behaviours that benefit the employing organisations (Organ, 1988). Research
has consistently indicated that people who are positioned in work environments that ‘fit’
are more likely to intrinsically enjoy their work and have day-to-day work experiences
which provide positive outcomes and satisfaction (Chatman, 1991).

The reverse is true for those placed in work environments that do not “fit’. For these
employees, normal daily work occurrences may be unpleasant and interpreted more
negatively, thus resulting in damaging outcomes such as boredom, poor work performance
and lack of job satisfaction (Chatman, 1989, 1991). Sub-par employee performance is
also a result of psychological problems characteristic of a mismatch between an individual
and his/her environment (Lubinsky, 2000). Although recruiters in the employee selection
process recognise the importance of ‘fit’ for employee success in the organisation, they
are frequently inaccurate in their assessments (Cable and Judge, 1997), resulting in
higher levels of employee dissatisfaction and turnover.
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This research examines the importance of fit with one’s work environment to the job
satisfaction of accountants in the hope of providing guidance for firms on the potential
of work environments as a tool in addressing the global talent shortage. It utilises
Moos’ Work Environment Scale (WES) (Moos, 1994), a person-organisation fit measure
addressing the social climate of work environments. The Moos’ instrument consists
of three work environment dimensions— goal orientation, relationship and system
maintenance — and the ‘fit” on each. The importance of fit on the Moos’ work environment
dimensions to accountants’ job satisfaction has not been empirically tested.

2 Background

2.1 The importance of work environments

We have known for some time that variables in the work environment impact employee
behaviour (Blumberg and Pringle, 1982; Niles and Harris-Bowlsbey, 2002; Olson and
Borman, 1989; Peters et al., 1985). Early research on needs-press theory (Murray, 1938),
field theory (Lewin, 1943), occupational choice (Holland, 1966) and the theory of work
adjustment (Dawis, 1994) revealed the belief that employee behaviours do not occur in a
vacuum but in a specific and unique work environment. Thus, the assertion that behaviour
is a function of a person’s interactions with his/her environment is supported by multiple
theoretical approaches.

Previous studies of person-organisation (P-O) fit among accountants have demonstrated
significant relationships between P-O fit on the organisational values dimension and job
satisfaction, organisational commitment and turnover (e.g. Chatman, 1991; O’Reilly
et al., 1991; Sheridan, 1992). Although prior research has validated the impact of
person-organisation fit on the dimension of values congruence, the utility of the broader
and, arguably, more relevant fit measure of social climate has not been determined in the
accounting literature.

2.2 Dimensions of work environment settings

Social climates represent a conglomerate of attitudes, feelings and behaviours which
characterise life in an organisation and the idea that the way one perceives the
environment tends to influence the way one will behave in that environment (Moos, 1987;
Walsh, 1987). The Work Environment Scale (WES) (Moos, 1994) measures fit between
employees and their respective work environments by examining employee preferences
for three dimensions of work environment settings: goal orientation, relationship and
system maintenance. The first dimension, goal orientation, refers to the degree to which
an environment encourages or stifles growth through providing for participation in
decision-making and autonomy, maintaining a task orientation and providing job challenge
and expectations for success and accomplishment. The second dimension, relationship,
refers to the degree of interpersonal factors in a work environment, such as the social
interaction and cohesion among workers and the friendship and support provided by
co-workers and management. The third component of work environments is system
maintenance. This dimension refers to how orderly and organised the work setting is, how
clear it is in its expectations and how much control it maintains. Fit or congruence between
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an individual’s preferences for and the reality of his/her current work environment as
measured by the WES has been demonstrated as a significant predictor of employee
outcomes including job satisfaction and intention to remain with an organisation in the
person-organisation fit literature (Westerman and Cyr, 2004). This research examines the
utility of the WES as a predictor of employee satisfaction in the accounting profession.

2.3  Management of professionals

An additional factor to be considered is the management of accountants as professionals.
The successful management of ‘knowledge workers’ or professionals is a critical
requirement for public and private entities and demands an understanding of the nature
of professional work and the unique qualities of professionals (e.g. Drucker, 1974; Quinn
et al.,, 1996; Shapero, 1985). Shapero (1985, p.xvi) notes that professional work is
‘unspecifiable, . . . dependent on situation and problem and requires the judgment,
ingenuity and creativity of an individual possessing a particular body of knowledge.’
Those who successfully perform such work take initiative and operate independently,
are highly technically competent and continually seek to improve their knowledge and
experience. As a result, they cannot be managed successfully by the same methods
applied to those who perform routine and specifiable functions.

Quinn et al. (1996) included the following among the ‘best practices’ for managing
knowledge workers (professionals): on-the job training, mentoring, stretch goals, frequent
performance appraisal and feedback, effective knowledge capture in systems and software
and information-sharing. Shapero (1985) added that the physical and social environment
in which the professional is located affected both motivation and performance. Included
as environmental factors were the physical location and organisation of work areas,
support for information sharing, nature and timing of feedback, evaluations, established
expectations and diversity of assignments. It is clear, therefore, that appropriate design
and functioning of work environments impact professionals’ performance, although it
remains to be examined within the accounting profession.

3 Development of research questions

This study examines the impact of employee work environment preferences for the
dimensions of goal orientation, relationship and system maintenance with the job
satisfaction of accountants. It hypothesises that these dimensions will be of particular
importance to accountants because of their role as ‘professionals.’” Existing research
on the management of professionals implies that these employees may have unique
work-related needs and preferences (e.g. Raelin, 1986; Shapero, 1985). Further evidence
for specific work-related needs of accounting professionals is provided by other studies
addressing job satisfaction and informational requirements (e.g. Stedham et al., 2002;
Taylor et al., 1999; Taylor et al., 2001). While it is known that P-O fit in the form of value
congruence is important to accountants (Chatman, 1991), the relevance of the goal
orientation, relationship and system maintenance dimensions of work environments to
job satisfaction has not been examined in the research literature.

Maister (1993) and Shapero (1985) describe successful professional work environments
as those with clearly identified goals, frequent and prompt feedback, quick rewards for
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performance including non-salary incentives, work autonomy, involvement in decision
making, accountability for results and diverse and challenging work opportunities. These
factors relate directly to an employee’s goal orientation, i.e. his/her desire for a work
environment providing job challenge, participation and strong expectations for
accomplishment. Goal-orientated environments have been described as strong situations
that can attenuate the effect of personality variables, as they provide cues to guide
behaviour and performance expectations. The impact of specific goals on individual
performance has been empirically indicated in over 500 studies (Latham et al., 2002;
Locke and Latham, 2002; Seijts et al., 2004).
Our first hypothesis is thus:

HIi: Work-environment fit on the dimension of goal orientation is significant to the job
satisfaction of accountants.

We also anticipate that providing relationship-orientated work environments will be
significant to accountants’ job satisfaction. Social integration resulting from interpersonal
interaction and shared experience is a primary precursor to social category memberships
(Tsui et al., 1992). Recent research indicates social identification with one’s work group
enhances individual performance (Randel and Jaussi, 2003), which can have a reciprocal
effect on employee attitudes. When person-organisation fit is minimal, self-categorisation
into an organisation is reduced and psychological and physical withdrawal reactions are
potential outcomes (Schneider, 1987). Sheridan (1992) found lower turnover rates in
accounting firms with organisational cultures that stressed interpersonal relationships.
Chatman (1991) determined that certain socially-related activities, specifically pre-entry
time spent with members before hire, attendance at firm related social events and a
mentor relationship, were significant predictors of P-O fit.
Our second hypothesis follows:

H2: Work-environment fit on the dimension of relationship orientation is significant to
the job satisfaction of accountants.

The system maintenance dimension of person-environment fit addresses the organisation
and management of the work setting and the degree of control maintained. Shapero
(1985) describes ‘information-communication abilities’ as central to professional work.
Such work, particularly for accountants and other ‘knowledge’ professionals, largely
involves the transformation of information from one state to another. As a result, the
management of information and the clarity of the systems created to manage information
are critical to the successful professional work environment. Work environment structures
that keep an employee informed and encourage the investment of the self into the
organisation in the process of completing work-related activities give rise to feelings
of ownership concerning the job and the organisation (O’Driscoll et al., 2006; Pierce
et al., 2001). The professional’s need for an efficient, effective work environment that
manages and controls necessary information flows appears directly related to the system
maintenance dimension.
Our third hypothesis is thus:

H3: Work-environment fit on the dimension of system maintenance is significant to the
Jjob satisfaction of accountants.
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4 Methodology

4.1 Sample

The sample for this study consisted of the membership of a state society of CPAs in
a western US state. Survey questionnaires were mailed to current members located
throughout the state and employed as accountants in public accounting, private industry,
government and education. Out of 1222 questionnaires distributed, 267 responses were
received for a response rate of 21.8%. Incomplete and invalid responses were discarded,
leaving 259 valid responses.

Respondents ranged in age from 22 to 75. The sample was 57% male and 43% female.
The majority were married (approximately 76%) and 24% held a master’s degree. On
average, respondents had 9.35 years of experience.

4.2 Measures
The study variables and their measures appear in Table 1.

4.2.1 Dependent and independent variables

Two measures of job satisfaction were used in this study. The first measure,
SATISFACTION, developed by Agho et al. (1992), incorporates six questions relating
to appreciation for work including enthusiasm, satisfaction and enjoyment. In prior
research, the measure correlated positively with a composite job facet measure, autonomy,
supervisory support, task significance, employee perceptions of support and job involvement
and negatively with work routinisation, role ambiguity and role conflict (e.g. Agho et al.,
1993; Judge et al., 1998; O’Neill and Mone, 1998). Evaluation of acceptability for the
SATISFACTION measure resulted in a Cronbach alpha of 0.87 (Cronbach, 1951).

The second measure, INTENT TO REMAIN, measured intention to remain with
the organisation in accordance with the O’Reilly et al. (1991) scale, used in prior
person-organisation fit research. The measure incorporates responses to four questions
regarding plans to leave or remain. Evaluation of acceptability for the INTENT TO
REMAIN measure resulted in a Cronbach alpha of 0.83 (Cronbach, 1951).

The Work Environment Scale (Moos, 1994) was used to measure salient characteristics
of the work environment. The WES measures subjects’ perceptions of their ideal and
current work environments. Selected sets of WES questions address each of the three
dimensions of the work environment: system maintenance, goal orientation and relationship.
‘Fit’ on each dimension is measured by calculating the correlation between the actual
work environment and the ideal or preferred work environment (SYSTEM FIT, GOAL
FIT, RELATIONSHIP FIT).

4.2.2 Control variables

AGE, EXPERIENCE and GENDER were included as control variables. Prior research
has found these to be factors related to job satisfaction among accountants (e.g. Greenhaus
et al., 1997; Gregson, 1990; Harrell, 1990; Reed et al., 1994). The measurement of these
variables is described in Table 1.
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Table 1 Variables

Variable Variable name Measure

Dependent variables

Job satisfaction SATISFACTION Measure developed by Agho et al.
(1992); five items pertaining to
boredom, satisfaction, enthusiasm
and enjoyment associated
with work.

Intent to remain INTENT TO REMAIN  Measure developed by O’Reilly
et al. (1991); four items pertaining
to plans to remain in or change jobs.

Independent variables

Fit between actual and ideal GOAL FIT Work Environment Scale (Moos,

goal orientation 1994); correlation between actual
and ideal on 27 goal orientation
items (three place, decimal point

not shown)
Fit between actual and RELATIONSHIP FIT Work Environment Scale (Moos,
ideal relationship 1994); correlation between actual

and ideal on 27 relationship items
(three place, decimal point not

shown)
Fit between actual and ideal SYSTEM FIT Work Environment Scale (Moos,
system maintenance 1994); correlation between actual

and ideal on 36 items pertaining to
degree of organisation, order and
control maintained (three place,
decimal point not shown)

Control variables
Age AGE nn

Number of years employed EXPERIENCE nn
by current employer

Gender GENDER 0=Male; 1=Female

4.3 Analytical methods

The data were evaluated by means of Pearson correlations and multivariate regression.
Pearson correlational analysis was used to evaluate the bivariate relationships between
the two job satisfaction measures and the other study variables. Multivariate regression
analysis was used to test hypotheses about the relationships between job satisfaction and
the variables of interest while controlling for the effects of other factors known to be
related.
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5 Results

The descriptive statistics and bivariate correlations are presented in Tables 2 and 3.

Table 2 Descriptive statistics

Standard

Variable N Mean deviation Range
SATISFACTION 254 24.33 4.28 11 to 30
INTENT TO REMAIN 252 20.79 6.30 4t0 28
GOAL FIT 238 421.84 388.32 —971 to 1000
RELATIONSHIP FIT 238 391.66 370.44 —1000 to 1000
SYSTEM FIT 239 523.13 314.81 —357 to 1000
AGE 258 43.51 11.90 22to0 75
EXPERIENCE 246 9.35 8.81 0.30 to 50.0

Note: Totals differ as complete information was not always provided.

Table 3 Pearson correlations

Variable 1 2 3 4 5 6 7

Dependent variables
1 SATISFACTION
2 INTENT TO REMAIN  0.687**

Independent variables

3 GOAL FIT 0.385%*  0.410%*
4 RELATIONSHIP FIT 0.335%*  0.294**  0.544*
5 SYSTEM FIT 0.341%*  0.415%*  0.654** 0.561**

Control variables

6 AGE 0.259**  0.233**  0.082 0.083 0.072
7 EXPERIENCE 0.194**  0.201**  0.053  —0.005 0.026 0.616%*
8 GENDER —0.003  —0.058 0.013 0.054 0.047 —0.150* —0.275%*

Note: *=Significant at p<0.05; **=Significant at p<0.01.

Correlational analysis indicated that all ‘fit’ measures are strongly and significantly
related to SATISFACTION and INTENT TO REMAIN, providing initial support for
hypotheses 1, 2 and 3. The ‘fit’ measures were also significantly related to each other
raising a concern regarding multi-collinearity which was addressed by means of the
examination of the variance inflation factors. Among the control variables, both AGE
and EXPERIENCE were significantly related to both job satisfaction measures. Similar
relationships were not found for GENDER.

Multivariate regression analysis was employed to investigate whether a significant
relationship existed between the three work environment dimensions and job satisfaction
while controlling for age, experience and gender. The multivariate results are presented
in Table 4.
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Table 4 Regression analysis — results of work environment fit on employee outcomes

Satisfaction Intent to remain
Variable Std. beta Significance Std. beta Significance
Independent variables
GOAL FIT 0.271 0.002 0.260 0.002
RELATIONSHIP FIT 0.086 0.284 0.022 0.778
SYSTEM FIT 0.078 0.386 0.199 0.025
Control variables
AGE 0.127 0.099 0.096 0.204
EXPERIENCE 0.092 0.249 0.095 0.223
GENDER 0.044 0.492 —0.011 0.859
Adj. R-sq. 0.175 0.206
F 8.80 0.000 10.482 0.000

Note: Numbers in italics indicate p<0.05.

The results provided strong support for hypothesis 1 and partial support for hypothesis 3.
GOAL FIT was significantly related to both job satisfaction measures and a significant
relationship to INTENT TO REMAIN was found for SYSTEM FIT. The other work
environment factor, RELATIONSHIP FIT, was not significant to either job satisfaction
measure (failing to support hypothesis 2). None of the control variables was significantly
related to the job satisfaction measures. The overall models employing SATISFACTION
and INTENT TO REMAIN, respectively, as dependent variables were significant with
adjusted R%s of 0.175 and 0.206. Examination of the variance inflation factors (VIF)
(which fell between 1.1 and 2.1) revealed the presence of multi-collinearity which, likely,
affected the ability of the variables of interest to achieve statistical significance. However,
multi-collinearity does not impede the use of the models for predictive purposes (Neter
et al., 1985).

6 Discussion and conclusions

The ability to attract, keep and motivate high-performing accountants is becoming
increasingly important internationally in today’s competitive organisational environments.
This study examined the potential of work environments as a tool to improve the
satisfaction and retention of accountants. In examining the work environment dimensions
and their importance to job satisfaction, this study found that fit on the dimension of goal
congruence was significantly related to accountants’ job satisfaction and intention to
remain with an organisation. Fit on the systems dimension of the work environment was
also significantly predictive of accountants’ intention to remain.

The results of this study indicate that paying close attention to the development of
goal-orientated work environments with clear and efficient systems may be a particularly
effective means of improving employee satisfaction and increasing the retention of
accountants. These findings may be particularly relevant in public accounting settings
where new accountants are pressed into service in unfamiliar settings (the clients’
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workplaces) and perform unfamiliar tasks early in their careers, creating a high degree of
uncertainty. Research by Strickland and Galimba (2001) found that goals provide
structure in ambiguous situations, reducing the effects of cognitive interference on task
performance.

Further, work environments provide social cues to employees on how to act
appropriately and employees conform to receive social approval from peers (Salancik
and Pfeffer, 1978; Schneider, 1975). Thus, work environments that possess clarity and
are adept at communicating goals and provide well-organised work settings may aid
employees in aligning their individual goal orientations with the work environment
norms to maintain harmony with their surroundings (Neal et al., 2000). As climate
scholars generally identify managers as the primary architects of group member climate
perceptions (Naumann and Bennett, 2000), this research indicates the potential
importance of leaders in focussing on the development of goal-orientated work
environments with clear and efficient systems to achieve enhanced employee outcomes.

The results of this study also indicate that employers may consider placing additional
efforts to proactively structure organisational environments in a positive way so that
accounting work is a more satisfying and rewarding experience. As many managers do
not have much flexibility in their staffing patterns in the short-term and must ‘deal with
the hand they are dealt’, controlling and changing the work environment is often the most
feasible short-term option. This may be particularly relevant for multinational accounting
firms who may be struggling with the degree to which they should standardise or
customise their work environments across various cultural settings.

Such prescriptive work environment content changes represent one potential use of
the Work Environment Scale, particularly when there is widespread agreement among
employees on the specific environmental changes required. However, the Work
Environment Scale also provides a process for managers to diagnose and determine
where gaps exist that are unique to their organisation between the employee perceptions
of their ideal work environments and the current perceived work environment, in an effort
to improve employee satisfaction and increase retention rates. The Work Environment
Scale Manual (Moos, 1994) provides details on the process by which the instrument can
be used diagnostically within a specific employment environment.

Further, an alternative or complementary approach would be to use the Work
Environment Scale as an employee selection tool, whereby the current organisational
climate would be measured and the fit between job applicants and the existing work
environment would be used as a portion of the employee selection process. There also
exists the potential use of the WES to improve the selection processes and organisational
outcomes for expatriates, who frequently experience difficulties adjusting to unfamiliar
foreign work environments. It is possible that a work environment assessment also may
be used as an educational or diagnostic tool to help expatriates understand ‘gaps’ between
their expectations for and the realities of work environments before they are sent abroad.

The Work Environment Scale may also have the potential to select employees for
work teams. Werbel and Johnson (2001) proposed the use of person-group fit in selecting
employees for teams to ensure the necessary combination of ‘soft’ skills such as
cooperativeness, ability to work independently, appreciation of collectivistic efforts and
willingness to assume responsibility for results. As the use of team-based work expands,
appropriate and careful team member selection may be critical to the success and
effective functioning of each team. Future research should examine the utility of such an
approach on employee selection outcomes in the accounting profession.
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An additional (and often unrecognised) element of an accountant’s job is the need for
creativity. Technology has eliminated much of the manual processing previously linked
to an accountant’s job. As a result, accountants now perform higher level analysis and
problem resolution, both of which require a higher degree of creativity. Factors related
to work environments have been found to influence employee creativity, including the
level of autonomy, perceptions of the significance of the work, whether the tasks are
considered challenging and urgent, whether supervisor support was received and the
degree of organisational control maintained (e.g. Amabile et al., 1996; Shalley et al.,
2000; Woodman et al., 1993). The systems maintenance dimension addresses the
organisation of the work setting including the degree of control maintained and the level
of support given. It also includes the manner in which jobs are structured. If creativity
is desired of accountants, a match between work environments and the creative
requirements of jobs would, likely, be beneficial. The degree of match (or mismatch) can
significantly affect employees’ affective outcomes, including satisfaction and intention
to remain. Organisations have an opportunity and perhaps a requirement given the
competition for talent, to structure and monitor jobs to ensure an optimal match for
creativity in the workplace.

The lack of significant results for the dimension of relationship fit is interesting as
it provides potential support for the existence of a strong occupational (professional)
culture for accountants. Hofstede (2001) placed occupational culture between national
culture and organisational culture, noting that when occupational culture is strong,
employees may be more influenced by their occupational culture than by the
organisational culture. As a result, an occupational community may result, described by
Van Maanen and Barley (1984, p.295) as “a group of people who consider themselves to
be engaged in the same sort of work; who identify (more or less positively) with their
work; who share with one another a set of values, norms and perspectives that apply to,
but extend beyond, work related matters; and whose social relationships merge the realms
of work and leisure.” Raelin (1986) proposed that professionals, such as accountants,
had a distinct occupational culture that could conflict with management’s (and thus
the organisation’s) culture. Recall that relationship fit addressed interpersonal ‘fit’ in a
work environment including relationships with co-workers and management. Our results
indicate that relationship fit was not significant to accountants’ job satisfaction and
intention to remain with the organisation. If accountants identify more strongly with their
profession than with their individual employers, they may not need a high degree of
social interaction and support from the workplace. As a result, relationship fit would not
be as important to an accountant’s job outcomes as other dimensions of work-environment
congruence.

The results of this research introduce the importance of work-environment fit to the
accounting workplace. As suggested in this discussion, further research is necessary to
further understand its many potential uses, including:

e examining the utility of the WES instrument in diagnosing and developing creative
work environments

e determining the potential use of the WES on the selection and provision of ‘realistic
job previews’ to reduce the negative outcomes experienced by many expatriates

e use of the WES as a diagnostic and analytical tool to customise work environments
and work teams through directed use in an attraction, selection and attrition process.
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7 Limitations and implications for future research

This study’s results must be interpreted with certain caveats in mind. Firstly, to provide a
parsimonious model, only a limited number of variables were included in the regression
analysis. The variables included explained 18% and 21%, respectively, of the variance in
SATISFACTION and INTENT TO REMAIN. Additional variables should be considered
for inclusion as the model is incomplete. Secondly, the measures used in this study were
initially developed on a diverse sample of subjects not limited to accountants. As a result,
their transferability and relevance to accountants may be limited. However, the strong
results obtained from reliability analyses support the validity of the measures for use in
this study. Thirdly, various concerns impacting the generalisability of the results exist,
including the survey response rate and the use of accountants. These generalisability
issues, while valid, are offset, we believe, by the value added from the use of a sample
in a profession experiencing substantial shortages. Finally, the sample was limited to
accountants in the US, where a high degree of individualism exists (and may have had an
impact on the non-significance of relationship fit). Future research should examine the
utility of the Work Environment Scale on cross-cultural samples in accounting.

These limitations not withstanding, the results of this study have theoretical and
practical implications. Additional research is needed to identify more specifically the
sub-dimensions of goal orientation and system maintenance that are important to
accountants’ job satisfaction. This information will enable employers to identify the
changes that may be needed to positively structure work environments in a manner that
will improve accountants’ work experience. As mentioned previously, further research is
also needed to test the WES in other countries and other occupational areas experiencing
talent shortages. Our study used the US accounting industry as an illustrative example.
The cited talent shortages, however, are occurring worldwide and in other disciplines
besides accounting.

In a practical sense, employers hard-pressed to hire and retain accountants may be
able to utilise the information provided by the WES to create more desirable working
environments and to achieve enhanced employee outcomes. The current difficulties
experienced by employers throughout the world in hiring accountants are not expected to
disappear in the near future. In fact, the shortages are expected to grow. Organisations,
particularly those in need of large numbers of accountants, should utilise every advantage
possible in attracting, hiring and retaining the necessary staff.
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