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The present work aims to emphasize the indirect impact of satisfaction on the performance of 
accounting professionals, namely chartered accountants, chartered accountant trainees and 
accountants. The study is applied to 224 accounting professionals, distributed as follows: 90 chartered 
accountants, 69 chartered accountant trainees and 65 accountants working in accounting firms. The 
study proposes a moderation model of how career stages play a moderating role between job 
satisfaction and performance of accounting professionals. Using the two-Stage least squares (TSLS) 
method with a bootstrapping of 50 replications, the study notices that the moderating effect of the 
career stages is remarkable only among chartered accountants. Moreover, the study applies a Fuzzy set 
qualitative comparative analysis (FsQCA) and finds several equifinal configurations associated with 
organizational commitment and job performance. Furthermore, the study investigates the mediating    effect 
of organizational commitment on the relationship between job satisfaction and performance at work. 
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1. Introduction 

 
The impact of job satisfaction on performance has remained a controversial issue in the literature (Raza et al., 2015). Several 
research studies have addressed this issue, but the results are mixed. Moreover, the majority of these studies investigated 
the cases of teachers (Pawase, 2013), doctors (Khan et al., 2012), nurses (Platis et al., 2015) and employees in general 
(Funmilola et al., 2013). However, few research studies have dealt with accounting professionals. Moreover, there have been 
few studies work on the issue of the distinction between the categories of accounting professionals (chartered accountants, 
chartered accountant trainees and accountants). To this end, we adopted a specific methodology using two variables, namely 
career stages and organizational commitment, which affect the relationship between job satisfaction and performance. Our 
methodology was applied to 224 accounting professionals. First, we started by emphasizing the most relevant items related 
to each variable. For this reason, we introduced these items in a questionnaire to identify the relationship between job 
satisfaction and performance, taking into account the specificity of the Tunisian context. The respondents showed their 
perception of the importance of the item by choosing from a 5-point Likert scale (ordinal scale). Once the answers were 
collected, we performed a factor analysis followed by an internal consistency test. Moreover, the measurement model was 
tested using confirmatory factor analyses (CFA) with maximum likelihood estimators. The measurement model showed an 
acceptable adjustment between the hypothetical model and the observed data on a variety of adjustment indices quality. Second, 
we carried out a comparative study - TSLS and FsQCA - to identify the variables that affect the relationship between job satis- 
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faction and performance of chartered accountants, chartered accountant trainees and accountants. The application of this 
methodology to the data collected from our sample of Tunisian companies revealed that career stages play a moderating role 
between job satisfaction and the performance of chartered accountant trainees, accountants and especially of chartered 
accountants. Thus, the mediating effect of organizational commitment is considered as a solution and a necessary condition 
for job performance. 

 
The remainder of the paper is organized as follows: Section 2 describes the accounting profession in Tunisia. In section 3, 
we present the literature review that helped us formulate the hypotheses to be tested. The research methodology is described 
in section 4, and the results are discussed in section 5. Finally, the paper ends with a conclusion. 

 
2. The accounting profession in Tunisia 

 
The accounting profession has numerous and diverse resources, such as accountants, chartered accountants, academics and 
teachers as well as corporate and public accountants, all of whom play a role in their fields of expertise. Generally, the profession 
is supposed to carry out a mission of general interest at the service of the global economy of countries. Moreover, it ensures the 
reliability of financial and non-financial information from private and public entities as well as the transparency of data used 
by stakeholders based on high professional and ethical standards. Besides, it plays a central role in working with governments 
and their departments to identify and implement high-quality standards. Indeed, the accounting profession is a collective 
representation of members, who have specific rights that enable them to congregate into an order (Dubar et al., 2011; Westland, 
2010), to “protect themselves against the risks of liberalism and maintain social respectability” (Sarfatti, 1977). Hence, the 
collective spirit is materialized by sharing a code of ethics, standards and values. In Tunisia, accounting professionals working in 
accounting firms can be classified as chartered accountants, chartered accountant trainees and accountants. Any candidate for 
the profession of accountant holding a bachelor degree in accounting or a higher education qualification in accounting or an 
equivalent diploma recognized by the specialized equivalence committee of the ministry of higher education             and having been 
admitted by the company's board to carry out a professional internship is considered as an accountant, but not as a member of 
the company and remains subject to its disciplinary control. He must, thus, respect the obligations imposed on the members of 
the company in accordance with the legislation and the regulations governing the profession. According to the           law organizing 
the accounting profession, a chartered accountant is an individual, who, in his name and under his responsibility, has a usual job 
of organizing, verifying, adjusting and assessing the accounts of companies and bodies, to which he is not bound by an 
employment contract. He can also be appointed as an auditor and is, thus, empowered to certify the fairness and truthfulness of 
the financial statements according to the Tunisian General Admitted Accounting Principles (GAAP). Moreover, he can be the 
trustee of companies through advisory functions. He reports his findings, conclusions and suggestions. 

 
The title of chartered accountant trainee is reserved for candidates for the profession of accountant who have a bachelor's degree 
in accounting and who passed the national accounting diploma examination. These candidates are admitted by the Order of 
Chartered Accountants of Tunisia (OCAT) to carry out a professional internship. For a period of three years, as of the time they 
are listed on the Tunisian Chartered Accountants Register, chartered accountant trainees can either work for their own accounts, 
and in this case, they are held personally responsible for their work or as employees of a member of the OCAT. In this case, 
they can ensure bookkeeping and the presentation of financial statement of companies and organizations of any kind. They must 
fulfil the obligations set out in the internal regulations of the institute. Furthermore, their professional activity is subject to the 
control of a traineeship supervisor. If at the end of their internship these trainees have not obtained the diploma of chartered 
accountancy, they will be removed from the register; however, they may be granted an end of training certificate for a possible 
registration in the various accounting diploma examinations. 

 
3. Literature review and research hypotheses 

 
3.1. The relationship between job satisfaction and performance at work 

 
The relationship between job satisfaction and performance is founded on two theories, namely the social-cognitive and the 
social exchange. The former, which was developed by Ajzen (1991), assumes that the individual's attitude towards the 
profession (e.g., job satisfaction) affects his behavior (e.g., performance). However, according to Organ (1988), the lower the 
individual’s satisfaction is, the poorer his/her performance is. After investigating the relationship between job satisfaction and 
performance, Herzberg et al. (1959) found a very low correlation. In this context, Ahmad et al. (2010) examined the 
interdependence between job satisfaction and performance among 310 employees (including workers and managers) from 15 
advertising agencies in Islamabad, Pakistan. Their results indicated that there is a very weak relationship between job 
satisfaction and performance. Using a sample of 138 employees in transport companies, Ram (2013) studied the relationship 
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between overall job satisfaction and satisfaction aspects (14 aspects) in India. He showed that there is no direct relationship 
between job satisfaction and performance. Nevertheless, Pawase (2013) studied the effect of satisfaction on the performance of 
15 teachers from public and private polytechnics in the city of Dhule, India. The results showed a positive and significant 
relationship between the two variables. Similarly, Ali and Qun (2019) conducted a study on the impact of job satisfaction on 
performance on a sample of 160 nurses from 15 different private healthcare institutions in Bangladesh. They revealed that there 
is a significant and positive relationship between the two variables. In the same vein, Khan et al. (2012) studied the determinants 
of job satisfaction on a sample of 200 doctors, nurses, administrative staff of autonomous medical institutions in Pakistan. They 
showed that remuneration, promotion, job security, working conditions, relationships between employees, between colleagues 
and with the supervisor as well as the nature of the work have an impact on job satisfaction and performance at work. Perera et 
al. (2014) analyzed the effect of job satisfaction on the performance of 322 factory employees in 17 clothing companies located 
in free trade zones in Sri Lanka. The results showed that job satisfaction has a positive and significant effect on performance. 
Funmilola et al. (2013) examined the impact of the dimensions of job satisfaction on job performance in small and medium- 
sized enterprises in the metropolis of Ibadan in southwestern Nigeria based on the data collected from 105 employees. The 
authors showed that the dimensions of job satisfaction not only have a significant effect on performance but can also jointly 
predict it. Another more refined study was conducted on the relationship between job satisfaction and performance at work by 
incorporating career development as a moderating variable. 

 
3.1.1. Intervention of the career stages in the explanation of the relationship between job satisfaction and performance at 
work 

 
The various career development stages represent a widely used concept in explaining the impact of work environment on 
professionals’ behavior. In fact, the theory of career development has made it possible to highlight several conceptual models 
that identify the different stages of the development of the professional's career on the one hand and the impact of these different 
stages on the professionals’ behaviors and attitudes on the other. Super (1957) identified four phases a professional goes through 
in his career, namely: 

 
Phase 1: Exploration stage  
Phase 2: establishment stage 
Phase 3: Maintenance stage 
Phase 4: Disengagement stage  

The evolution from one stage to another is likely to change the professional's behavior. Would it thus be more opportune to 
study the connection between the professional attitudes using a moderating variable, that is career (Luttman et al., 2003)? Earlier 
studies dealing with the relationship between job satisfaction and the phases of career development have mixed results. For 
instance, some researchers found that the level of job satisfaction increases as the employee moves from the exploration to the 
disengagement stage (Slocum & Cron, 1985; Ornstein et al., 1989). Other studies could not show a significant relationship 
between career stages and the level of job satisfaction (Churchill et al., 1976; Mount, 1984; Luttman et al., 2003; Perrone et al., 
2003). Similarly, Stumpf and Rabinowitz (1981) found a significant relationship between the different career stages and 
performance. In the same vein, Gould and Hawkins (1978) found a positive and significant relationship between performance 
and job satisfaction during the establishment and maintenance stages. Based on what has preceded, we formulate the following 
hypothesis: 

 
Hypothesis 1: The relationship between job satisfaction and performance varies through different career stages. 

 
3.2. The relationship between organizational commitment and performance at work 

 
This relationship is based on the leader-member-exchange (LMX) theory. In fact, the works of and Liden et al. (2000) and 
Wayne et al. (2002) revealed that a high-quality LMX enables employees to develop organizational commitment and improve 
their performance at work. Moreover, Irefin and Mechanic (2014) examined the impact of employees’ commitment on 
organizational performance with a particular focus on Coca Cola company in Nigeria. On a sample of 120 employees (managers 
and their superiors), they showed that there is a strong relationship between the employees’ organizational commitment and 
performance. Furthermore, in a study on the impact of organizational engagement and individual skills on teachers’ 
performance, Ade and Noermijati (2013) used 118 questionnaires distributed to elementary school teachers. They demonstrated 
that organizational commitment has a direct, significant and positive effect on the teachers’ performance. Berberoglu (2015) 
studied the impact of organizational commitment on performance in the health sector in hospitals in the north of Cyprus. A total 
of 50 questionnaires were distributed to managers, doctors, nurses and chemists. They showed that there is a positive and 
significant relationship between organizational commitment and performance. Meyer and Allen (1991) concluded that affective 
commitment is positively correlated with performance at work while normative and continuance commitments are negatively 
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Career stages 

correlated. Furthermore, Meyer et al. (1993) found that only affective and normative commitment are positively correlated with 
performance while continuance commitment has a negative impact. Arab and Mardessi (2011) studied the effect of 
organizational commitment on financial performance using a sample of 38 executives in Tunisian companies. They found a 
positive relationship between the executives’ affective commitment and the organization’s financial performance; however, 
they found a negative relationship between the executives’ normative and continuance commitment and organization's financial 
performance. Folorunso et al. (2014) conducted a study on the impact of organizational commitment dimensions on the 
performance of the academic staff of Oyo State Owned Tertiary Institutions, Nigeria. On a sample of 197 respondents, they 
revealed that there is a positive and significant relationship between the dimensions of organizational commitment and 
performance at work. In another study, Qaisar et al. (2012) examined the effects of the organizational commitment dimensions 
(affective, normative and continuance) on employees’ performance among police officers in Pakistan. The results of their 
statistical analyses indicated that the aspects of these organizational commitment (affective, normative and continuance) are 
independent and have a positive and significant effect on the officers’ performance. On their part, Memari et al. (2013) studied 
the impact of organizational commitment on employees’ performance among Malik’s Bank staff through 230 questionnaires 
distributed to the bank's administrative staff in Sanandaj. Their results revealed that the different dimensions of organizational 
commitment have a positive and significant effect on the employees’ performance in Iran. On the other hand, Ghorbanpour et 
al. (2014) found that affective and normative commitments have a positive and significant effect on the auditor’s performance 
while continuance commitment has a negative and significant effect. 

 
3.3. The relationship between job satisfaction and organizational commitment 

 
Malik et al. (2010) studied the relationship between satisfaction and organizational commitment in Pakistan. The sample on 
which they carried out their study was composed of 650 teachers. The results showed that job satisfaction has a positive and 
significant effect on organizational commitment. Moreover, Eslami and Gharakhan (2012) explored the effect of satisfaction on 
organizational commitment in Iran. The sample used was composed of 280 employees. In fact, the obtained results showed the 
existence of a positive and significant relationship between satisfaction and organizational commitment. In the same vein, and 
on a sample of 106 employees of manufacturing companies in Nigeria, Akhigbe et al. (2014) concluded that there is a positive 
and significant relationship between job satisfaction and organizational commitment of private sector teachers. Similarly, Ali 
and Bashir (2018), through questionnaires distributed to teachers (respondents) working in different departments of the 
University of Leeds and Lahore University, found that there is a positive and significant relationship between job satisfaction 
and organizational commitment of private sector teachers. In another study, Lumley et al. (2011) studied job satisfaction and 
organizational commitment in an IT environment on a sample of 196 Indian and African employees and found that both 
affective and normative commitments are correlated with job satisfaction while that of continuance is not significantly and 
positively correlated. Inanc and Ozdilek (2015) tried to identify the relationship between organizational commitment and job 
satisfaction by studying a sample of 244 academics in Turkey. Their results showed that the academics’ affective and normative 
commitment had a positive impact on job satisfaction, while continuance commitment had a negative one. Let us assume that 
job satisfaction has a positive and significant effect on organizational commitment. Thus, our second hypothesis is as follows: 

 
Hypothesis 2: The organizational commitment has a mediating effect on the relationship between job satisfaction and 
performance             at work. 

 
Therefore, our research model is presented in Fig. 1: 

 
 
 
 
 
 

Fig. 1. Research model 

Organizational commitment 

Job performance Job satisfaction 
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4. Research methodology 

4.1. Data collection method 

A field survey was conducted on a total of 233 accounting professionals working in chartered accountancy firms in Tunisia. 
However, the sample of our research consisted of only 224 (90 chartered accountants, 69 chartered accountant trainees and 65 
accountants). This research was based on the responses received from 224 accounting professionals. Indeed, samples based on 
professional attitudes are regularly used in organizational commitment and job satisfaction. The respondents were asked to rate 
their most recent level of concern for each stage of their career. All the exogenous variables measures used a 5-point Likert 
scale for job satisfaction: 1- strongly disagree -2-disagree -3-Neutral -4-agree -5- Strongly agree. Similarly, for the 
organizational commitment, as a latent variable, a 5-point Likert scale was used: 1-Strongly disagree -2-Disagree -3- Undecided 
-4-Agree -5-Strongly agree. To identify the career stages, we also used a 5-point Likert scale: 1: not interested, 2: slightly 
interested, 3: moderately interested, 4: well interested, 5: strongly interested. 

4.2. Measurement of the variables 

In what follows, we will present the different variables of our model which are summarized in Table 1: 

Regarding the first variable, which deals with performance at work (the variable to be explained), it is measured by 12 elements 
according to Choo (1986) and Fisher (2001). The second variable, which is based on organizational commitment, (explanatory 
variable), is measured by Meyer and Allen (1997) through 18 developed elements; 6 elements for affective commitment, 6 
elements for continuance commitment and 6 others for normative commitment. The third variable, which is based on 
satisfaction at work (explanatory variable), is measured by 4 items developed by Hong and Waheed (2011). The fourth variable 
is structured around career stages (a moderating variable) which consists of 4 stages measured by Kristin et al. (2003) using 12 
items. 

Table 1 
Variables measurements  

 

Variables Measurements Authors 

Performance at work 12 items Choo (1986) 

Satisfaction at work 4 items  Hong and Waheed 
(2011) 

Organizational commitment Affective commitment (6 items) 
Continuance commitment (6 items). 

Normative commitment (6 items) 

Meyer and Allen (1997) 

Career stages 12 items. 
Exploration (3 items) 

Establishment (3 items) 
Maintenance (3 items) 
Commitment (3 items) 

Kristin et al. (2003) 

 
4.3. Data analysis methods 

This research aimed to present the value of using comparative qualitative analysis (CQA) in the work performance of chartered 
accountants, chartered accountant trainees and accountants. First, the measurement model was tested using CFA with maximum 
likelihood estimators. Second, a comparison between the analyses by representing the simultaneous TSLS equations (with a 
bootstrap and a confidence interval (CI) (95%) and finally comparative qualitative analyses (CQA) were presented. This dual 
analysis makes it possible to highlight the complementarity of these two types of analyses in determining the relationship 
between job satisfaction and performance at work. After having explained the differences between the TSLS and FsQCA 
methods, we analyzed the empirical results of the model with these two techniques to highlight the contributions of the second 
analytical method. 

 
5. Results and discussion 

 
5.1. CFA with maximum likelihood estimators 

 
Before conducting the final survey, a pre-test and pilot test were conducted to validate the instruments. To assess the logical 
consistency of the questionnaire as well as its understandability and to reduce possible ambiguities that may arise, a pilot test 
was administered to 224 accounting professionals. The exploratory factorial analysis with Varimax rotation was conducted to 
collect the data. The final questionnaire was divided into four sections. The first was designed to assess the career stages of the 
accounting professionals, while the second included the elements that help measure the organizational commitment or the 



1026 
 

relationship between each accounting professional and the organization. The third section was intended to assess job satisfaction 
and the fourth and last section of the questionnaire aimed at determining the current job performance of the professionals in our 
sample. First, the objective of the pilot study was to examine the feasibility of the study and refine the measurement of the 
elements and thus reduce the failures of the main study due to the lack of good psychometric properties of the scales. According 
to Diamantopoulos et al. (2008), the reflective scale purification can be achieved by removing the elements having a low item- 
total correlation. In fact, in the main study, we did not drop any item to improve the model fit. The 12 elements that help with 
the measurement of job satisfaction in the pilot study were correlated (Cronbach's alpha = 0.796) after dropping an item (I feel 
good at work), which has a low factor load (and a low correlation between the elements). Moreover, all the elements used to 
operationalize a particular construction should load on a single factor. The measurement model was tested using the CFA with 
maximum likelihood estimators. It demonstrated an acceptable fit between the hypothetical model and the data observed on a 
variety of quality of fit indices. All the measures of fit are within acceptable limits (Hair et al., 2014) v= 124, v / df =2.166, CFI 
= 0.96, the tucker-lewis Index (TLI) = 0.92, the root mean square error of approximation (RMSEA) = 0.049 and the standardized 
root mean square residual (SRMR) = 0.038. Moreover, the adequacy of the measurement model was assessed using the 
convergent and discriminant validity as well as reliability. The convergent validity was evaluated by examining the factor 
loadings for each element of our measurement model, such as the squared multiple correlations (SMC), the significance level 
for each load and the average variance extracted (AVE) for each construction. All factor loads were statistically significant at p 
<0.01 as indicated in the t-statistics listed in table 2. Moreover, the covariance matrix limited (CML) exceeded the limit value 
of 0.3 (Jöreskog and Sörbom, 1996) and the Explicative Variance significantly exceeded the recommended level of 0.5 (Hair 
et al., 2014). These results provided sufficient statistical evidence of convergent validity in our measurement scales. Besides, 
the correlations between the constructions are all well below the 0.90 threshold, suggesting that all the constructions are distinct 
from one other. Considering relatively high correlations between some concepts, we first verified multicollinearity by 
calculating the variance inflation factor (VIF). Indeed, the resulting VIF values are all significantly lower than the cut-off value 
of 10 (the maximum value is 5.21). Then, the reliability was examined using Cronbach's alpha coefficient. As can be seen in Table 
2, all the construction values in our study exceed the acceptance level of 0.70 (Hair et al., 2014). 

 
5.2. Data analysis: comparative study of Two-stage least squares and Fuzzy Set Qualitative Comparative Analysis (FsQCA) 

 
In what follows, we will present in detail a two-step approach. The first stage establishes the reliability and validity of the 
measurements while the second tests the structural relationships between the latent constructions. Moreover, the analyses of 
the corresponding data collection consist in ensuring the quality of our purified scales [confirmatory factor analysis (CFA) and 
the structural equation]. To test our hypotheses, we followed the two-step method recommended by Anderson and Gerbing 
(1988): the first step evaluates the normality of our data, while the second step, which includes the Hansen test for multi-variate 
normality, shows that the variables in this study are not normal (Chi-square =24451.21, p<0.01). For this reason, we used the 
CFA with a robust maximum likelihood estimator. We then adopted the simultaneous algorithm systems regression equation 
to test the statistical Analysis system (SAS) structural equation models. The preferred procedure first derived the score factor 
from the measurement model and then performed the two-stage least squares estimation (TSLS) for the equation systems to 
address endogeneity and simultaneity problems. Since both antecedents of work performance (i.e. job satisfaction and 
organizational commitment) are exogenous, their interaction will also be exogenous. Thus, the methodology we adopted 
consisted of directly examining the interaction effect using TSLS, unlike partial least square path analysis (PLSPA). Moreover, 
the simultaneous algorithms systems regression equation used to estimate the structural equation models (SEM) are more 
appropriate for hypothesis testing than PLS-PA algorithms because the latter are mainly exploratory analysis tools and therefore 
cannot be used for hypotheses testing (Wesland, 2010). Thus, the measurement model was tested using the CFA with a robust 
maximum likelihood estimator. The convergent validity was assessed by examining the factor loadings for each element of our 
measurement model as all the factor loadings are statistically significant at p<0.01, as shown by the squared multiple 
correlations (SMC). Similarly, the resulting VIF values are all significantly lower than the cut-off value of 10. Furthermore, the 
item-item correlations were verified, and the result showed that the correlations between the different elements measuring "job 
satisfaction", "career stage" and "organizational commitment" were well below the value of 0.5. Therefore, multi- collinearity 
is not an issue in this study. To test the robustness of the above results, we also implemented the PLS-PA algorithm to test the 
structural model. Thus, the results are compatible with those of the simultaneous algorithms systems regression equation, which 
provides empirical evidence of the robustness of our results. 
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Table 2 
TSLS results with bootstrap (95% CI) 
Dependent variable: Task performance using a structural model 

Variables  
G1: Chartered accountant 

Task performance 
G2: chartered accountant 

Trainee 

 
G3: Accountant 

Satisfaction at work 0.7569689*** 0.6441146*** 0.8868002*** 
Exploration stage 0.0167528 0.2003105*** 0.1099683 
Satisfaction*exploration stage 0.4457218*** 0.400244*** 0.3025167* 
Affective commitment 0.2215837* 0.0357441 0.003693 
Normative commitment 0.0156026 0.2549694* 0.7234381* 
Continuance commitment 0.5137028** 0.2275524* 0.0367888 
Constant 6.090177*** 6.590435*** 5.6632*** 
N 90 69 65 
R2 22.79 18.6 16.35 
Mean Vif 2.41 2.12 2.087 
Satisfaction at work 0.5260077*** 0.2581375* 0.4284396*** 
Establishment stage 0.6244534*** 0.6811499*** 0.4783248*** 

 Satisfaction * establishment stage 0.8093379*** -.0058027 0.7069362*** 
Affective commitment 0.2216157* 0.3359856** -0.021786 
Normative commitment 0.40016331* 0.661861*** 0.2309443* 
Continuance commitment -0.0028797 0.2265714** 0.003263 
Constant 2.920625*** 2.385076*** 3.141126*** 

N 90 69 65 
R2 83.75 60.25 43.54 
Mean Vif 1.857 1.69 1.065 
Satisfaction at work 0.7797849*** 0.2039051* 0.3841141* 
Maintenance stage 0.3591173* 0.4737524*** 0.114324 
Satisfaction * maintenance stage 0.4178455*** -0.0104633 0.3022488*** 
Affective commitment 0.2231925* 0.0297567 -0.0068089 
Normative commitment 0.4200536* -0.0322933 -0.0257093 
Continuance commitment 0.0190993 -0.0398069 -0.0373645 
Constant 4.649594*** 4.971482*** 5.649934*** 
N 90 69 65 
R2 12.26 18.22 10.65 
Mean Vif 2.035 2.184 2.087 
Satisfaction at work 0.8023422*** 0.6445516*** 0.2908906* 
Disengagement stage 0.0100913 0.0030339 0.0236016 
Satisfaction* disengagement stage 0.4015347*** 0.4121083*** 0.5019708*** 
Affective commitment 0.2204595* 0.0212942 -0.0073523 
Normative commitment -0.0167417 0.2597991* 0.3277813*** 
Continuance commitment 0.6136803*** -0.0217552 -0.0366004 
Constant 1.7415*** 7.300607*** 5.971646*** 
N 90 69 65 
R2 40.58 12.45 13.8 
Mean Vif 2.16 2.18 2.11 

(***) p<0.01, (**) p<0.05, (*) p<0.1 
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Table 3 
Results of the structural model using TSLS with bootstrap (95% CI) 
Dependent variable:  Contextual performance 

Variable  
G1 : Chartered accountant 

Contextual performance 
G2 : chartered 

accountant Trainee 

 
G3 : Accountant 

Satisfaction at work 0.5317958*** 0.7749705*** 0.4152245** 
Exploration stage 0.061541 0.6981654*** 0.1201945** 
Satisfaction* exploration stage 0.8022077*** 0.4003459*** 0.4120692*** 
Affective commitment 0.2380032* 0.0632355 0.0202206 
Normative commitment 0.1226545* 0.3187763** -0.0018095 
Continuance commitment -0.0190899 0.2490182** -0.045762 
Constant 4.149197*** 4.406677*** 4.236692*** 

 
N 90 69 65 
R2 22.19 11.32 13.81 
Mean Vif 

Satisfaction at work 
establishment stage 
Satisfaction * establishment stage 

2.053 
0.5317958*** 

0.061541 
0.4022077*** 

1.996 
0.8042838*** 
0.6264791*** 
0.742506*** 

 

2.099 
        0.30157589*** 
        0.5992528*** 
        0.6039736*** 

Affective commitment 0.2380032* -0.0168341 -0.0046484 
Normative commitment 0.1226545* -0.0043163 0.7101634*** 
Continuance commitment -0.0190899 0.0087414 0.0043265 
Constant 4.149197**** 0.9167897*** 1.027777*** 
N 90 69 65 
R2 44.38 25.28 26.5 
Mean Vif 2.49 2.46 2.12 
Satisfaction at work 0.5281814*** 0.5557563*** 0.4249069*** 
Maintenance stage 0.0152792 0.0238866 0.0001247 
Satisfaction * maintenance stage 0.2017967* 0.2016859** 0.3002323*** 
Affective commitment 0.5355862*** 0.0395692 0.0143099 
Normative commitment -0.024964 0.2025772* -.0078975 
Continuance commitment 0.5205898*** -0.0392951 0.6431345*** 
Constant 4.379898*** 5.375725*** 4.667329*** 

N 90 69 65 
R2 22.1 14.61 11.77 

Mean Vif 2.053 2.07 2.12 
Satisfaction at work 0.5235704*** 0.2668868* 0.5145888*** 
Disengagement stage 0.0054983 -.0103392 -0.0103404 
Satisfaction* disengagement stage 0.6247007*** 0.400948*** 0.2033984* 
Affective commitment 0.2356465* 0.0391123 0.0147309 
Normative commitment 0.1248376* 0.2270073* -.0079827 
Continuance commitment -0.0205713 -0.0387639 0.3441061* 
Constant 4.420502** 5.534979*** 4.707041*** 

N 90 69 65 
R2 31.83 14.24 12.69 
Mean Vif 2.056 2.07 2.11 

(***) p<0.01 (**) p<0.05 (*) p<0.1 
  The sample was divided according to the category of accounting professionals while the trajectory model was estimated for each 

group (chartered accountants, chartered accountant trainees and accountants). A series of tests showed that in our research, there 
is a significant difference between the three groups in terms of job satisfaction, organizational commitment and performance at 
work. Moreover, the TSLS algorithm was performed for the three groups on the basis of 100 bootstrap samples, then a 95% 
confidence interval (CI) bootstrap was constructed for the three groups. The TSLS has been implemented and its results are 
reported in table 3. As a consequence, all the main effects of satisfaction and commitment at work on the performance of contextual 
tasks are consistent with those of the previous studies. This result is in line with those of Berberoglu (2015). The results suggested 
that affective commitment is a significantly positive to the contextual and task performance of chartered accountants only. 
However, the impact of affective commitment on the performance of chartered accountant trainees and accountants at work is 
statistically non-significant. Unlike chartered accountants who want to stay in the same firm, chartered accountant trainees and 
accountants are not attached to their firms, especially if there are other alternatives. In the Tunisian context a meaningful         
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relationship is expected to exist between continuance commitment, which refers to the lack of alternatives, for accounting 
professionals and their performance at work. In fact, continuance commitment is based on the bootstrap CI and on the differential 
interaction between job satisfaction and the four career stages, which are confirmed for the chartered accountants, chartered 
accountant trainees and accountants. In fact, the results show a very significant correlation between job satisfaction and 
performance in the two dimensions, namely task performance and contextual performance, indicating the validity of the 
proposed model. As a result, as predicted, the moderating effect of the career stages on the relationship between job satisfaction 
and task performance is significant for accounting professionals. Moreover, the results confirm a moderating effect of the 
exploration stage on the relationship between job satisfaction and performance (α=0.44572) for chartered accountants. The 
moderating effect of the exploration stage remains significant for chartered accountant trainees and accountants. Indeed, the 
exploration period, which can be compared to the adolescence stage, refers to the main concern for those who seek information, 
establish preferences, make choices and carry out projects. Moreover, this step covers the first confrontations with an existing 
or new work activity. As expected, for chartered accountant trainees, the moderating effect of the establishment stage on the 
relationship between job satisfaction and task performance is non-significant (b= -.0058027). However, for chartered 
accountants, this stage reinforces the positive effects of job satisfaction on task performance (b=0.8093379, p<0.01) as well as 
on contextual performance (b=0.4022077 p<0.01). In fact, the establishment stage refers to the chartered accountant’s concern 
of seeking the full realization of his professional life, asserting himself in a socio- professional status that is adequate to himself 
and his identity and improving his professional situation by progressing as much as possible, including in relation to others. In 
fact, seeking to settle down includes objectives of stabilization, consolidation and advancement in one’s job. 
 
The moderating effect of the maintenance stage on the satisfaction and performance of chartered accountant trainees at work 
is, as expected, non-significant with a value of (b=-0.0104633); nevertheless, it is positive for the chartered accountants and 
accountants. In fact, the maintenance stage refers to the accountant's concern to guarantee and confirm his professional status, 
adapt to work, maintain his professional competence through different means and do novel things at work. Therefore, seeking 
to maintain oneself includes objectives of maintaining, updating and innovating at one's work. In addition, as predicted, the 
moderating effect of the disengagement stage on the relationship between the satisfaction and performance of accounting 
professionals at work is significant. Moreover, although this step significantly affects accounting professionals, it has different 
effects. In fact, the moderating effect raises the contextual performance of accountants to a value of (b=0.6247007 p<0.01) 
more than that of the chartered accountant trainees whose value is (b=0.400948). The disengagement stage refers to less 
involvement in the professional life, which consists in looking for other non-professional activities that are generally linked to 
the prospects of retirement as well as to the real preparation for this retirement. Conventional statistical approaches, such as the 
structural equation model (SEM) and the multiple regression analysis, are related to the net effect of each antecedent on the 
results variables. However, the reality suggests that the impact of a variable on the outcome generally depends on other variables 
(Woodside, 2013). In fact, these traditional methods are inherently limited in their ability to explain the complex interaction of 
career stages. As a result, in the last few years, the FsQCA, which is an analytical tool that uses the fuzzy set theory and the 
Boolean logic and explicitly considers all the possible combinations of antecedents associated with the variable result (Fiss, 
2011), provides an adapted method to accommodate complex complementarities and non-linear relationships among 
constructions (Woodside, 2013). Accordingly, this study analyzes the data using the FsQCA to compare and contrast the results 
of the SEM. The results obtained through the FsQCA have a consistency threshold of 0.241. In addition, the consistency index 
of the solution is similar to a correlation while the total coverage index is around 83.7%. In fact, each configuration is a sufficient 
condition for the presence of a high level of task and contextual performance. Although few studies have used the qualitative 
comparative analysis (QCA) to investigate the performance of the accounting professionals at work, the complex models of 
causal interrelations between satisfaction and career stages in this study have implemented such explanatory research necessary 
to facilitate the complementary understanding of the interaction of the effects of satisfaction on performance at work. 
Consequently, the objective of this study was to re-analyze the data using the FsQCA method to compare and contrast the 
results obtained through both the SEM and the FsQCA. In fact, the combination of satisfaction at work and the career stages is 
the only sufficient condition that simultaneously leads to task performance.  
 
In this context, the FSQCA has identified four configurations: 
 
Satisfaction* Exploration stage + Satisfaction *Maintenance stage + Satisfaction *Exploration stage*Organizational 
commitment + Satisfaction*Maintenance stage*Organizational commitment →Task Performance 

     
   With regard to contextual performance, the FsQCA has identified five configurations: 
 

 Satisfaction* Exploration stage+ Satisfaction* Establishment stage+ Satisfaction* Establishment stage*Organizational      
commitment+ Satisfaction*Maintenance stage+ Satisfaction*Maintenance stage *Organizational commitment → Contextual 
Performance
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Table 4 
Configurations leading to the presence of a high level of task performance 

Configurations Raw coverage Unique coverage Solution 
Satisfaction* exploration stage 0.4404 0.3228 0.9112 
Satisfaction * maintenance stage   0.5281 0.2844  0.8655 
Satisfaction* exploration stage * organizational commitment 0.6124 0.4226 0.8994 
Satisfaction * maintenance stage  *organizational commitment   0.4227 0.2252  0.7271 
Total coverage = 0.8522    
Solution Consistency = 0.8857    

 
Table 5 
Configurations leading to the presence of a high level of contextual performance 
Configurations Raw coverage Unique coverage Solution 
Satisfaction* exploration stage 0.3927 0.1789 0.6821 
Satisfaction* establishment stage 0.3771 0.2077 0.7055 
Satisfaction* establishment stage*organizational commitment 0.4933 0.3071 0.8811 
Satisfaction*maintenance stage 0.5113 0.4173 0.8992 
Satisfaction*maintenance stage *organizational commitment 0.4244 0.3635 0.8004 
Total coverage = 0.8001   
Solution consistency = 0.8224   

By comparing these solutions, it seems obvious that the interaction between satisfaction and the exploration stage exists. For 
example, configuration 1 indicates that 68.21% of the combination of high job satisfaction level and the exploration stage have 
a high contextual performance. The solution also indicates that 91.12% of the combination of high job satisfaction level and 
the exploration stage have a high task performance, which leads to a high level of task performance. Moreover, the results 
showed that for chartered accountants, the high level of interaction between satisfaction and the maintenance stage leads to the 
presence of contextual performance. Regarding contextual performance, the FsQCA found 5 equifinal configurations, which is 
much more complicated than the results revealed by the SEM. By comparing configurations 1 and 2 (Table 4 and Table 5), it 
seems obvious that the organizational commitment has a mediating effect on the relationship between job satisfaction and 
performance at work. We can say that H1 is validated just for chartered accountant and H2 is confirmed. For the first hypothesis, 
career stages, such as exploration, establishment, maintenance, and disengagement, have a moderating effect on the relationship 
between satisfaction and performance of the chartered accounts. In fact, for accountants and chartered accountant trainees, 
career stages do not have a moderating effect on the relationship between satisfaction and performance. All the more chartered 
accountants are concerned with ensuring increased performance and productivity at the expense of their career. Moreover, 
accountants and chartered accountant trainees are primarily concerned with their employment and their integration into the 
work environment Therefore, their prospects are promotion in their career. For the second hypothesis, organizational 
commitment mediates the relationship between satisfaction and performance. This leads us to believe that there is coherence 
between concrete satisfaction of the accounting professionals and their ability to develop their performance in the working 
environment. Thus, the organizational commitment of the accounting professionals enables them to evaluate the importance of 
their perceived performance regarding their overall satisfaction and well- being. 

 
6. Conclusion 

 
The present research work aimed to emphasize the indirect impact of satisfaction on the performance of accounting 
professionals, namely Chartered accountants, chartered accountant trainees and accountants. The results obtained through the 
SEM by the TSLS approach showed that career stages, namely exploration, maintenance, establishment and disengagement, 
play a fundamental moderating role in work performance between job satisfaction and performance of accounting professionals. 
The results presented when the level of satisfaction of chartered accountants increases, career stages can could reinforce the 
impact of satisfaction on both task performance and contextual performance. However, these effects can occur only in the 
presence of organizational commitment that can directly influence performance at work. In addition, the results obtained through 
the FsQCA revealed that organizational commitment plays a mediating role in the relationship between job satisfaction and 
performance. As a result, our findings have extended those of previous works that are based on the SEM by showing the 
complexity of the roles of satisfaction, career stages and organizational commitment in work performance. 
Furthermore, this research presents two limitations. First the generalization of the results is difficult due to the limited number 
of responses obtained (224). Thus, larger sample size in future research may increase the external validity of the results and the 
second concerns the results found which are contextual and cannot be generalized   given the specificity of the Tunisian context. 
Moreover, this article opens up new avenues of research. it would be interesting to the indirect impact of satisfaction on’ audit 
team ‘performance: Tunisian context. 
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