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Abstract.
BACKGROUND: The coronavirus disease (COVID-19) caused mandatory lockdowns across all organizations. Telework
generated challenges in workflow due to limited organizational communication.
OBJECTIVE: This study seeks to examine the impact of pre-, during, and post-COVID-19 on accounting professionals’
job behaviors and tests the moderating effect of organizational communication. Also, the study aims to provide implications
for practitioners from the findings.
METHODS: Survey data for accounting professionals working in North Carolina across COVID-19 time periods was
collected to achieve a sample size of 333. Pairwise t-tests and hierarchical regression analyses were applied to test the
hypotheses.
RESULTS: The results suggest a statistically significant difference across certain time periods for job performance and
turnover intentions but not job satisfaction. Furthermore, organizational communication moderates the relationship between
post-COVID-19 and job performance and turnover intentions but not job satisfaction.
CONCLUSIONS: Organizations should search for ways to enhance organizational communication to increase employee
perceived job performance and decrease employee turnover intentions.
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1. Introduction

The coronavirus disease (COVID-19) caused
numerous challenges to all types of organizations
across all nations [1], and many countries imple-
mented lockdown restrictions to prevent and slow
down the spread of the virus [2, 3]. Accounting
professionals also could not avoid the impact on
their work environment. With lockdown restrictions,
accounting organizations were forced to change their
policies and procedures to enable remote work set-
tings, and this new practice brought many challenges.
A survey conducted by the Association of Interna-
tional Certified Professional Accountants (AICPA)
showed that hiring and maintaining staff ranked high
as the most important concern among all Certified
Public Accountant (CPA) firms, and managing a
hybrid workforce (i.e., remote and in-person) was a
big concern among mid-to-large size CPA firms [4].

With this major shift, accounting organizations had
to pivot as well in order to manage hybrid working
environments while protecting their employees. A
survey collected from more than 1,000 U.S. account-
ing firms by the 2021 National Management of an
Accounting Practice showed that a median of 50%
of top-performing CPA firms have their employees
working remotely, and as a whole, a median of 30%
of CPA firms have remote employees [5]. With more
requests from employees, accounting firms had to
embrace a remote or hybrid model, but account-
ing firm leaders shared several challenges, including
establishing formal and fair policies, monitoring
productivity, ensuring everyone’s visibility, and lim-
ited learning opportunities [6, 7]. To face related
challenges, firms put more effort into building up
career planning, hosting entertaining activities, and
installing more technology to monitor performance
and communication [6, 7].

Clear, simplified, and open organizational commu-
nication has been emphasized in some accounting
firm leaders’ interviews [6, 7]. However, mini-
mal research has been conducted on organizational
communication as it relates to the pandemic
and accounting professionals’ job behaviors. Some
researchers have suggested the significant role of
information and communication technology in edu-
cation during the pandemic [8] and environmental
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sustainability [9, 10]. However, with differences in
industry and context, these findings may not extend to
accounting professionals. A few studies on organiza-
tional communications during the pandemic show the
direct influence on certain job behaviors [11, 12], but
a deeper discussion and conceptualization of organi-
zational communication is missing.

The goal of the current study is to fill this gap in the
literature by testing the moderating effect of organi-
zational communication on employees’ job behaviors
focusing on accounting professionals over the pre-,
during, and post-COVID-19 time periods. First, we
review the effect of COVID-19 on employee work
behaviors within the communication channel and
information richness theory [13]. Then, we theorize
the positive effect of active interpersonal commu-
nication from supervisors in the pandemic context.
Second, we collected survey data from accounting
professionals with a final sample size of 333 to test
our hypotheses. Third, we discuss the study findings
and implications for practitioners.

Our research contributes to the management lit-
erature in several ways. First, we collected data
from accounting professionals to examine their job
behaviors and performance in the pandemic and cri-
sis context. Second, we highlight the importance
of organizational communication on employee job
behaviors and performance, specifically, how orga-
nizational communication can positively increase
employee job behaviors and performance in the
post-pandemic period. Lastly, our research provides
practical insights for organizations regarding how
employee behaviors and performance can continue
to improve post-pandemic.

2. Literature review and hypotheses

2.1. The effect of COVID-19 on employee job
behaviors

The COVID-19 pandemic forced organizations
to switch the operation process to meet lockdown
restrictions. This sudden change demanded a shift to
teleworking for office employees, which had a sig-
nificant influence on employee job behaviors. After
millions of employees were sent to work from home
in March 2020, a “Great Resignation” occurred as
47.8 million Americans quit their jobs in 2021, and
50.5 million quit in 2022 [14, 15]. Pandemic remote
work was the catalyst for the “Great Resignation”
when individuals sought better pay or work-life bal-

ance [16]. LinkedIn data showed that one in six
posted jobs had a remote or hybrid work compo-
nent at the end of 2021, compared to one in 67 in
March 2020 [17]. Meanwhile, a quarter of employ-
ees who resigned and changed their jobs expressed
regret about leaving their previous job, leading to the
“Great Regret” [18]. With inflation and rising interest
rates, premature retirees returned to the workforce,
and individuals who couldn’t fit into the new role or
new management culture decided to return to their
previous workplace [18]. Therefore, as an alterna-
tive to resigning, employees began “Quiet Quitting”
by “opting out of tasks beyond one’s assigned duties
and becoming less psychologically invested in work”
[19]. These new job behavior trends suggest positive
work attitudes seemed harder to maintain during the
pandemic.

Management literature shows mixed findings that
the pandemic had negative effects on employee job
behaviors, but some contingent factors negate the
effect. First, Newman and colleagues [20] reviewed
organizational behavior articles published over the
first two years of the pandemic. Regarding employee
work attitudes, several researchers focused on atti-
tudes related to remote working, and the overall
findings show that working from home negatively
impacted work-life balance, decreased job satis-
faction, and increased turnover intentions [21].
Regarding employee performance, key findings still
support the previously established predictors that
employees who were more satisfied, engaged, and
committed to their jobs also performed better during
the pandemic [22]. Similarly, a few studies showed
negative work attitudes impacted by stress and emo-
tions (e.g., anxiety [23]). Ployhart and colleagues
[24] compared the pre-pandemic and pandemic peri-
ods and found that COVID-19 was negatively related
to the work engagement of new hires. Bajrami and
colleagues [25] examined the impact of COVID-19
on employees’ work attitudes through job insecu-
rity. The results show that job insecurity, risk-taking
behavior, and fairness of organizational changes
were negatively related to both job satisfaction and
turnover intentions. Changes in the business and
the possibility of business closure caused employ-
ees to be less satisfied but less willing to leave
their jobs. Syrek and colleagues [26] examined
pandemic-related changes in workload, autonomy,
work-nonwork balance, work engagement, and job
satisfaction. The results show that job satisfaction
increased during the pandemic when employees per-
ceived organizational support, but job satisfaction



656 D. Breece et al. / Effects of COVID-19 on accounting professionals’ job behaviors

decreased when governmental prevention measures
were relaxed, and workers returned to the office
instead of working from home.

Taken together, we test whether employee job
behaviors, specifically job satisfaction, job perfor-
mance, and employee turnover intentions, changed
across the periods of pre-, during, and post-COVID-
19.

H1: Employee job satisfaction, job performance,
and turnover intention show different tendencies
pre-, during, and post-COVID-19 periods.

2.2. Organizational communication

Communication is defined as “a process by which
information and meaning is transferred from a
sender to a receiver [27 p325].” Communication
effectiveness is a crucial factor of overall organi-
zational success, and organizational communication
includes more complicated information processing
(i.e., uncertainty and equivocality) than individual
communication [13]. Organizational structure allo-
cates tasks to individuals and groups where the
systems’ design ensures effective communication and
collaboration. Organizational communication plays a
crucial role in enabling interactions and information
exchange, which are essential for coordinating and
managing the activities of the organization [13].

Before COVID-19, telework was considered an
exceptional work arrangement due to managers’ mis-
trust that some employees might not put in the
necessary effort when not physically supervised
[28, 29]. However, the pandemic and lockdowns
compelled organizations to re-learn some skills for
effective planning, leadership, and coordination in
a virtual workplace [30]. With mandated telework,
organizations heavily relied on web-conferencing
tools; however, learning how to collaborate in a vir-
tual setting was extra challenging, especially when
all communication occurred online [13].

The choice of communication channel can either
improve or distort the intended message because
every communication channel, whether it is written,
electronic, or in-person, has unique characteristics
that make it appropriate for specific circumstances
while less effective in others [31]. Daft [27] explains
that channel richness refers to the amount of informa-
tion that can be conveyed during a communication
interaction and that the available communication
channels can be classified into a hierarchy based on
information richness. The richness of an informa-

tion channel is influenced by three characteristics:
(1) the ability to handle multiple cues simultaneously,
(2) the ability to facilitate rapid, two-way feedback,
and (3) the ability to establish a personal focus for
communication [27 p341–342]. Based on the three
characteristics, Daft [27] suggests that face-to-face
discussions are the richest medium, allowing direct
interaction with multiple information cues. Video
conference tools are next because they still allow
some eye contact and immediate feedback. Tele-
phone conversations, digital written messaging, and
memos or letters follow in the richness continuum
as those lack either visual or verbal information cues
[27 p342–343].

As face-to-face discussions have the richest infor-
mation, forced telework settings could be challenging
for both managers and employees [32]. A study
analyzing digital communication patterns during
the pandemic suggested that employees’ day-to-
day work activities have changed to spending less
time in meetings per day (–11.5 percent) with more
email communications, but significant increases in
the length of the average workday (+48.5 minutes)
[33]. A similar tendency was also found in a study
[29] that the workday significantly increased at the
beginning of all virtual work, and that the average
workdays were still 10% to 20% longer even when
the trends moved back towards pre-COVID-19 work
environments. These findings reflect the organiza-
tions’ struggle to maintain smooth operations during
the pandemic crisis with different communication
patterns.

As organizations shift towards virtual environ-
ments, organizations encounter challenges linked
to eliminating a physical office and the continued
absence of in-person interpersonal engagement [34].
Managers needed to reacquire certain soft skills to
maintain operations. For instance, when the COVID-
19 pandemic disrupted the organization’s production
processes and services, managers had to identify
effective methods to engage with employees and
show their support. A couple of studies during the
pandemic showed the positive impact of this effort
that employee engagement and knowledge sharing
were positively related to organizational performance
[35] and organizational support was positively related
to job satisfaction and organizational commitment
[36]. It is beneficial for employees, especially dur-
ing crises, that their leaders are actively developing
communication strategies (e.g., [37]) so employees
have a clear idea of their tasks, performance, and
development.
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Fig. 1. Theoretical framework.

After a sudden lockdown and shift to a remote
work setting, employees faced challenges in access-
ing and utilizing information to keep operations
running. In unstable work environments, employ-
ees encounter challenges related to trust, motivation
to share information, technical competencies, and
degrees of organizational commitment, which poten-
tially lead to personal disconnection [38]. When
organizations heavily depend on virtual communi-
cation, managers should recognize the significance
of interpersonal relationships within their work unit
[39]. Therefore, in this study, we conceptualize effec-
tive organizational communication as interpersonal
communication between managers and subordinates
that encompasses both task efficiency and the per-
sonal development of employees.

Indeed, some research shows the effectiveness
of organizational communication on employee job
behaviors during the COVID-19 pandemic. For
example, Almohtaseb and colleagues [11] reviewed
several studies that show a positive relationship
between effective communication, job satisfaction,
and job performance. They also found a strong pos-
itive relationship between effective communication
and job satisfaction during COVID-19. Also, Yue
and colleagues [12] found that when supervisors
used empathetic communication during organiza-
tional change, employees perceived a higher level

of affective trust in their supervisors. This, in turn,
led to more positive relationships between employ-
ees and the organization. As a result, these positive
employee-organizational relationships had a negative
relationship with employee turnover intention.

We propose that accounting professionals also
encountered sudden changes in operational proce-
dures due to COVID-19 lockdowns and subsequent
easing of restrictions. During the change process, all
employees would have required a new understand-
ing of organizational goals, the scope of employee
work, and the foundational procedures necessary
to achieve both employee and organizational goals.
In the virtual communication process, we assume
that some employees may have felt left out of the
decision-making and problem-solving loop, possibly
causing low morale. As organizations and employees
transition from pre-COVID-19 to the “new normal”
during COVID-19, and eventually to post-COVID-
19, we posit that organizational communication
influences the job behaviors of accounting pro-
fessionals. In this study, depicted in Fig. 1, we
investigate the moderating effects of organizational
communication on the relationships between differ-
ent periods surrounding COVID-19 and employee
job behaviors. Specifically, our hypotheses test how
the intensity of organizational communication mod-
erates the relationship between the pre-COVID-19,
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during COVID-19, and post-COVID-19 periods with
the employee job behaviors such as job satisfaction,
job performance, and turnover intentions.

H2: Organizational communication moderates
the relationship between COVID-19 periods and
job satisfaction, so as organizational communica-
tion increases, job satisfaction increases.

H3: Organizational communication moderates
the relationship between COVID-19 periods and
job performance, so as organizational communi-
cation increases, job performance increases.

H4: Organizational communication moderates
the relationship between COVID-19 periods and
turnover intention, so as organizational commu-
nication increases, turnover intention decreases.

3. Data and methodology

3.1. Sample and procedure

We collected survey data from accounting pro-
fessionals working within the same organization in
North Carolina in the United States pre-, during, and
post-COVID-19. Our survey was distributed through
professional accounting organizations like the North
Carolina Association of Certified Public Accoun-
tants, the Institute of Management Accountants, the
Association of Certified Fraud Examiners, the North
Carolina Governmental Finance Officers Associa-
tion, and the Association of International Certified
Professional Accountants. An invitation to participate
in our study was communicated to members through
the professional organization’s online community
forum or listserv. Participants were encouraged to
share the invitation with accounting professionals
within their organization. Participation in the study
was voluntary, with responses kept confidential.

Usable surveys were identified as responses from
subjects working in accounting positions in public
accounting firms, business and industry or “industry”
(public and private companies), governmental agen-
cies, or other organizations in North Carolina pre-,
during, and post-COVID-19. The initial sample con-
sisted of 594 respondents. The data was analyzed to
remove incomplete survey responses and data from
respondents working outside North Carolina. Our
final balanced sample contained 111 usable surveys.
In examining cross-sectional data across the three
periods, the panel dataset contained 333 observations.

Table 1 shows the final sample contained more
female respondents (71.17%) than male respondents
(28.83%). Furthermore, most of the participants were
Caucasian (86.49%). Concerning the organization,
the final sample consisted of individuals working pri-
marily in public accounting firms (55.86%) compared
to other organizations (industry 18.92%, governmen-
tal agencies 18.02%, and other organizations 7.21%).
The organization size ranged from 1 to 10 employ-
ees (23.42%) to 126 and over employees (37.84%).
Finally, the accounting department size was small (1–
10 employees at 40.54%) as compared with medium
(11–21 employees at 25.23%) or large (22 or more
employees at 34.23%) departments.

3.2. Study measures

We used restriction dates imposed on North
Carolina organizations to establish timeframes.
Restrictions on in-person work were placed into
effect on March 30, 2020 [40]. Therefore, for the
purposes of this study, we measured pre-COVID-19
as on or before March 29, 2020. Furthermore, we
defined the during COVID-19 period as March 30,
2020 through April 30, 2021, to be consistent with
the restrictions. May 2021 was considered a tran-
sition month as restrictions were being phased out.
As of June 1, 2021, North Carolina restrictions were
lifted [41]. We measured the post-COVID-19 period
as June 1, 2021, and after. Survey respondents were
asked the same questions related to organization com-
munication and job behaviors over all three periods,
and we created dummy variables to distinguish each
period for the empirical analysis.

The levels of variables were measured on Lik-
ert scales as adapted from prior instruments. We
adapted Spector [42] to develop a measure of job
satisfaction based on the communication satisfaction
items relevant to our study. Survey item exam-
ples included “Communications seem good within
this organization.” and “Work assignments are often
not fully explained.” [42 p75–76]. Additionally, we
asked respondents, “Are you satisfied with your job?”
Responses were measured on a 6-point Likert scale
ranging from “1 = disagree very much” to “6 = agree
very much.” We utilized Yousef [43] to measure
job performance. Respondents were instructed to
respond with their perceptions regarding job per-
formance and not actual performance evaluations
received. The survey item example includes ”How
do you evaluate the performance of yourself at your
job compared with your peers doing the same kind
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Table 1

Descriptive characteristics of respondents (n = 111)

Demographic Description Number of Percent

characteristics respondents

Gender Male 32 28.83

Female 79 71.17

Race African American 5 4.50

American Indian or Alaska Native 4 3.60

Asian or Asian American 3 2.70

Caucasian 96 86.49

Multi-ethnic 2 1.80

Native Hawaiian or other Pacific Islander 1 0.90

Type of Organization Public Accounting Firm 62 55.86

Industry 21 18.92

Government 20 18.02

Other 8 7.21

Organization Size 1–10 employees 26 23.42

11–25 employees 16 14.41

26–50 employees 13 11.71

51–75 employees 6 5.41

76–125 employees 8 7.21

126 and over employees 42 37.84

Department Size Small 1–10 employees 45 40.54

Medium 11–21 employees 28 25.23

Large 22 or more employees 38 34.23

of work?” [43 p13]. Responses were measured on
a 7-point Likert scale ranging from “1 = very low”
to “7 = very high.” We further adapted Vermeir et
al.’s [44] use of a prior survey by van Veldhoven
and Meijman [45] to measure turnover intentions.
The survey item example includes, “Sometimes, I
think about changing jobs.” [44 p24]. Responses were
measured on a 6-point Likert scale ranging from
“1 = disagree very much” to “6 = agree very much.”
We adapted the survey by Penley and Hawkins [46],
which included five categories of supervisor com-
munication often held with subordinates. Concerning
task communication, we asked, “My supervisor lets
us know about changes coming up.” [46, p. 313].
Concerning performance communication, we asked,
“My supervisor lets me know which areas of my
performance are weak.” [46, p. 313]. Concerning
career communication, we asked, “My supervisor
discusses with me how to get additional training.” [46,
p. 314]. Concerning communication responsiveness,
we asked, “When I ask a question, my supervi-
sor does his/her”/their “best to get me a response.”
[46, p. 314]. Finally, concerning personal commu-

nication, we asked, “My supervisor asks about my
interests outside of work.” [46, p. 314]. Responses
were measured on a 6-point Likert scale ranging
from “1 = disagree very much” to “6 = agree very
much.”

The empirical analyses were based on initial tests
of our dependent variables and moderator between
the COVID-19 periods, as well as the validity of
their construction. With our survey questions for
each measure, we tested the consistency and reli-
ability of the responses using Cronbach’s alpha,
which are presented in Table 2. All but one of our
constructs, job satisfaction during COVID-19, are
acceptable at values greater than 0.7, though the pre-
and post-COVID-19 job satisfaction measures are
only slightly greater than 0.7. The other constructs,
job performance, turnover intentions, and organi-
zational communication, all have Cronbach’s alpha
measures greater than 0.8, proving their reliability
[47].

Control variables at the employee and organiza-
tion levels were considered. Employee level controls
were gender and race. Organization level controls
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Table 2

Cronbach’s alpha results

Constructs Items Pre-COVID-19 During-COVID-19 Post-COVID-19

Job Satisfaction 5 0.7237 0.6720 0.7045

Job Performance 4 0.8410 0.8207 0.8314

Turnover Intentions 4 0.8998 0.9029 0.8948

Organizational Communication 5 0.8281 0.8203 0.8081

n 111 111 111

Table 3

Summary statistics of variables (n = 111)

Variable Item Mean Standard Deviation

Job Satisfaction Pre-COVID-19 3.2901 0.5744

During COVID-19 3.2757 0.5933

Post-COVID-19 3.2775 0.6221

Job Performance Pre-COVID-19 5.4459 1.1101

During COVID-19 5.2590 1.0676

Post-COVID-19 5.4122 1.0094

Turnover Intentions Pre-COVID-19 2.3491 1.3961

During COVID-19 2.2703 1.3366

Post-COVID-19 2.4842 1.4127

Organizational Communication Pre-COVID-19 4.5027 1.1102

During COVID-19 4.4613 1.1184

Post-COVID-19 4.6378 1.0725

were the type of organization, organization size, and
accounting department size.

Table 3 shows summary statistics of the vari-
ables from survey data across pre-, during, and
post-COVID-19 time periods. First, job satisfac-
tion was the highest pre-COVID-19, with a minimal
decrease during COVID-19 that remained consis-
tent post-COVID-19. Second, job performance was
strongest pre-COVID-19, decreased during COVID-
19, and slightly increased post-COVID-19. Third,
turnover intentions were largest post-COVID-19
compared to the during COVID-19 and pre-COVID-
19 periods. Finally, organizational communication
increased post-COVID-19 after having declined dur-
ing COVID-19 compared to pre-COVID-19.

3.3. Empirical model

This study examines whether organizational com-
munication intensifies the influence of COVID-19
related periods on various employee behaviors
amongst accounting professionals in the state of
North Carolina. Specifically, we test if organizational

communication acts as a moderator across the pre-,
during, and post-COVID-19 periods with regard
to employee self-reported job satisfaction, job per-
formance, and turnover intentions using regression
analysis. Through a hierarchical model approach, we
estimate three separate regression models across our
three dependent variables, job satisfaction, job perfor-
mance, and turnover intentions. The three regression
models are described below.

In the first step, we run regressions on our depen-
dent variables over the set of control variables
described in section 3.2. These controls may relate
to employee behaviors but are not the focus of this
study.

In the second step, we include our independent
variables to the control variables from the first step
regressions. The first group of independent variables
are the indicator/dummy variables for the pre-, dur-
ing, and post-COVID-19 periods. For the regression
analysis, our reference group is the during COVID-
19 period. Therefore, regression coefficients on the
pre- and post-COVID-19 variables will be interpreted
with respect to the during COVID-19 period. The last
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Table 4

Employee behaviors independent sample t-tests for equality of means

Employee

behavior

COVID

periods

T df Sig.

(2-

tailed)

Mean

difference

Std. error

difference

95% Confidence interval

of the difference

Lower Upper

Job

Satisfaction

Pre vs. During 0.2977 110 0.7665 0.0144 0.0484 –0.0815 0.1104

During vs.

Post

–0.0647 110 0.9485 –0.0018 0.0279 –0.0570 0.0534

Pre vs. Post 0.2327 110 0.8164 0.0126 0.0542 –0.0948 0.1200

Job

Performance

Pre vs. During 2.8459 110 0.0053 0.1869 0.0657 0.0568 0.3171

During vs.

Post

–2.3296 110 0.0217 –0.1532 0.0657 –0.2834 –0.0229

Pre vs. Post 0.4327 110 0.6661 0.0338 0.0781 –0.1210 0.1885

Turnover

Intentions

Pre vs. During 0.8743 110 0.3839 0.0788 0.0902 –0.0998 0.2575

During vs.

Post

–1.9131 110 0.0583 –0.2140 0.1118 –0.4356 0.0077

Pre vs. Post –1.2255 110 0.2230 –0.1351 0.1103 –0.3537 0.0834

independent variable is a measure of organizational
communication.

In the third step, we include our moderator to
the second step regressions. Following the methods
described by Helm and Mark [48], the moderator
effect is identified by the coefficients on the inter-
action terms between the dummy variable for each
period and organizational communication. Again, the
reference period is during COVID-19, and any sta-
tistically significant coefficients on the interaction
terms are interpreted against this period. Following
our hypotheses and review of the literature, we expect
the sign of the moderator coefficients to be positive
with respect to job satisfaction [11, 36] and job per-
formance [11, 49] but negative for turnover intentions
[12].

4. Data analysis and results

Before estimating our hierarchical regression, we
perform t-tests of the dependent variable means
across all pairwise COVID periods to see if there is
suggestive evidence of differences across the various
periods. These pairwise t-tests are used to test hypoth-
esis H1, and the results are presented in Table 4.
H1 states that employee job satisfaction, job per-
formance, and turnover intentions vary across the
pre-, during, and post-COVID-19 periods. The t-tests
show that there are only statistically significant dif-
ferences with regards to job performance between the

pre-during and during-post COVID-19 periods, at a
significance level of p < 0.05. There is a marginally
significant difference in means for turnover intentions
between the during-post COVID-19 period, at a level
of p < 0.10. To summarize, the paired t-tests provided
support for three of the nine pairwise time periods
hypothesized in H1.

The results from the hierarchical regression models
are presented in Table 5. Sections 4.1–4.3 discuss
the results from the regression analyses based on the
various outcome measures and their implications for
hypotheses H2-H4.

4.1. Empirical model results: Organizational
communication as a moderator between
COVID-19 periods and job satisfaction

As previously stated, our paired t-tests do not show
any statistically significant differences in job satisfac-
tion across the three COVID-19 periods. However,
these t-tests do not account for any factors that may
be associated with job satisfaction, either positive
or negative. The hierarchical regression results in
Table 5 also show that there were no statistically
significant correlations between the various time peri-
ods and job satisfaction. Additionally, organizational
communication and organizational communication
as a moderator between the time periods and job
satisfaction were statistically insignificant. Thus,
hypothesis H2 does not hold.
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Table 5

Hierarchical regression results

Job Satisfaction Job Performance Turnover Intentions

Variables bstep1 bstep2 bstep3 bstep1 bstep2 bstep3 bstep1 bstep2 bstep3

Constant 3.337 (0.211)** 3.518 (0.260)** 3.497(0.316)** 6.309 (0.345)** 4.573 (0.391)** 5.078 (0.472)** 2.200 (0.449)** 4.180 (0.511)** 3.495 (0.617) **
Government Org. 0.287 (0.146)* 0.270 (0.147) 0.272 (0.147) –0.860 (0.238)** –0.716 (0.220)** –0.738 (0.220)** –0.089 (0.310) –0.275 (0.288) –0.248 (0.288)
Industry Org. –0.131 (0.145) –0.130 (0.146) –0.130 (0.146) –0.258 (0.238) –0.261 (0.219) –0.270 (0.218) –0.092 (0.309) –0.089 (0.286) –0.078 (0.285)
Public Accountant Org. 0.057 (0.141) 0.080 (0.142) 0.081 (0.143) –0.517 (0.231) * –0.720 (0.214)** –0.725 (0.214)** –0.042 (0.300) 0.217 (0.280) 0.221 (0.279)
1–10 Employees in Org. –0.029 (0.173) –0.070 (0.176) –0.068 (0.177) –0.417 (0.282) –0.066 (0.265) –0.093 (0.264) 0.566 (0.367) 0.117 (0.345) 0.151 (0.345)
11–25 Employees in Org. –0.305 (0.163) –0.341 (0.166)* –0.340 (0.167)* –0.159 (0.267) 0.155 (0.250) 0.137 (0.249) –0.007 (0.347) –0.410 (0.326) –0.386 (0.325)
26–50 Employees in Org. –0.115 (0.167) –0.153 (0.170) –0.152 (0.170) –0.427 (0.273) –0.101 (0.255) –0.113 (0.254) 0.152 (0.355) –0.265 (0.333) –0.250 (0.332)
76–125 Employees in Org. –0.050 (0.178) –0.060 (0.179) –0.060 (0.179) –0.246 (0.291) –0.155 (0.269) –0.168 (0.268) –0.486 (0.378) –0.602 (0.351) –0.587 (0.350)
126 + Employees in Org. 0.013 (0.154) 0.015 (0.155) 0.016 (0.155) –0.596 (0.252)* –0.621 (0.232)** –0.633 (0.232)** 0.359 (0.328) 0.391 (0.304) 0.406 (0.303)
Small Accounting Dept. –0.172 (0.108) –0.136 (0.112) –0.137 (0.112) 0.417 (0.176)* 0.104 (0.168) 0.118 (0.167) –0.935 (0.229)** –0.534 (0.219)* –0.553 (0.218)*
Large Accounting Dept. –0.020 (0.096) –0.028 (0.097) –0.029 (0.097) 0.241 (0.157) 0.319 (0.145) 0.323 (0.145)* –0.713 (0.205)** –0.812 (0.190)** –0.818 (0.189)**
Female 0.027 (0.075) 0.022 (0.076) 0.022 (0.076) –0.099 (0.123) –0.058 (0.114) –0.062 (0.113) 0.360 (0.160)* 0.307 (0.149)* 0.313 (0.148)*
American Indian/Alaskan Native –0.090 (0.185) –0.109 (0.186) –0.107 (0.188) 0.392 (0.303) 0.560 (0.280)* 0.518 (0.280) 0.751 (0.394) 0.536 (0.366) 0.587 (0.366)
Asian –0.004 (0.203) –0.009 (0.203) –0.010 (0.205) –0.827 (0.332)* –0.784 (0.306)* –0.777 (0.306)* 1.637 (0.431)** 1.582 (0.399)** 1.577 (0.399)**
Black/African American –0.325 (0.160)* –0.327 (0.160)* –0.328 (0.161)* –0.531 (0.261)* –0.514 (0.241)* –0.502 (0.240)* 0.525 (0.340) 0.306 (0.702) 0.489 (0.314)
Hispanic 0.325 (0.108)** 0.322 (0.109) ** 0.322 (0.109)** –1.104 (0.177)** –1.077 (0.163)** –1.079 (0.163)** 1.586 (0.230)** 1.552 (0.213)** 1.553 (0.213)**
Native Hawaiian/Pacific Islander –0.852 (0.356)* –0.875 (0.357)* –0.877 (0.359)* –2.873 (0.582)** –2.673 (0.537)** –2.630 (0.536)** 0.563 (0.757) 0.306 (0.702) 0.251 (0.700)
Multi–Race –0.683 (0.234)** –0.621 (0.239)** –0.621 (0.240)** –0.224 (0.382) –0.763 (0.360)* –0.759 (0.359)* 1.510 (0.497)** 2.201 (0.470)** 2.194 (0.468)**
Independent Variables
Pre–COVID-19 0.016 (0.075) 0.028 (0.314) 0.172 (0.113) –0.358 (0.469) 0.098 (0.147) 0.877 (0.612)
Post–COVID-19 0.009 (0.075) 0.056 (0.325) 0.089 (0.113) –0.867 (0.486) 0.296 (0.148)* 1.537 (0.635)*
Org. Comm. –0.042 (0.032) –0.037 (0.051) 0.362 (0.049)** 0.253 (0.076)** –0.463 (0.063)** –0.315 (0.099)**
Moderator Effects
Pre–COVID-19 x Org. Comm. –0.003 (0.068) 0.119 (0.102) –0.174 (0.133)
Post–COVID-19 x Org. Comm. –0.010 (0.070) 0.210 (0.104)* –0.273 (0.136)*
R2 0.169 0.174 0.174 0.304 0.414 0.422 0.303 0.408 0.416
�R2 0.005 0.000 0.110 0.008 0.105 0.008
Notes: n = 333. Reference period is the during COVID-19 period. Coefficients are reported with standard errors in parentheses. ∗p < 0.05; ∗∗p < 0.01.
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4.2. Empirical model results: Organizational
communication as a moderator between
COVID-19 periods and job performance

The initial t-tests indicate that there are differ-
ences in employee job performance for the pre-during
and during-post COVID-19 periods. In the hierar-
chical regression analysis, as we move from step
1 to step 2 and step 2 to step 3, we find that
both organizational communication and organiza-
tional communication as a moderator between the
post-COVID-19 period and job performance are both
statistically significant at a p < 0.05 significance level.
The results also indicate that organizational com-
munication does not act as a positive moderator
for the pre-COVID-19 period. In other words, bet-
ter organizational communication only improved job
performance post-COVID-19, relative to the during
COVID-19 period. Thus, hypothesis H3 holds for the
post-COVID-19 period. As explained by the R2, the
addition of the independent variables in step 2 and
moderators in step 3 continually improve the explana-
tory power of the model.

4.3. Empirical model results: Organizational
communication as a moderator between
COVID-19 periods and turnover intentions

There is suggestive evidence of a marginal differ-
ence between employee turnover intentions between
the during and post-COVID-19 periods through our
initial pairwise t-tests. However, a simple t-test does
not provide any insight into this difference. The hier-
archical regression analyses show that adding the
independent variables and moderators improves the
explanatory power of model, with the R2 improv-
ing from 0.303 to 0.408 then to 0.416. Additionally,
organizational communication has a statistically
significant negative effect on employee turnover
intentions, as well as acts as a moderator between
the post-COVID-19 period and employee turnover
intentions. Thus, hypothesis H4 holds for the post-
COVID-19 period.

5. Discussion

5.1. Theoretical implications

The purpose of this study was to understand the
effects of COVID-19 on accounting professionals’
job satisfaction, job performance, and turnover inten-

tions. Additionally, we wanted to determine the role,
if any, that organizational communication plays in
these employee job behaviors across the pre-, during,
and post-COVID-19 periods. Empirical support was
found, at least in part, for three of the four hypothe-
ses: H1, H3, and H4. Our findings support existing
literature on the positive relationship between orga-
nizational communication and job behaviors but also
highlight how organizational communication can
intensify positive job behaviors in the crisis context.

The pandemic changed working conditions, cre-
ated opportunities for change, and implemented
experiments with flexible work arrangements [50].
These and other changes were predicted to impact
employee job behaviors across the three COVID-19
periods (H1). The pairwise t-tests across the three
time periods showed no statistically significant differ-
ences in employee job satisfaction. This is a departure
from the literature that finds job satisfaction decreases
as we move through the different COVID-19 periods
[21, 26]. Although our findings do not show signif-
icant differences throughout the COVID-19 period,
Bernstein’s [29] survey result shows a similar ten-
dency. In their survey, job satisfaction fell sharply
after two weeks of telework, but it recovered quickly
by the end of the second month. Our study sets during
COVID-19 as a year and a few months (from March
30, 2020, to April 30, 2021), so concurring with Bern-
stein’s survey result, job satisfaction may not show a
significant change over the time period.

While no significant changes were found in job
satisfaction over the periods examined, the research
showed significant differences in job performance
and turnover intentions. Regarding job performance,
there was a decrease in performance between the
pre- and during COVID-19 periods but an increase
between the during and post-COVID-19 periods.
These significant changes align with the idea of quiet
quitting [19], where employees do only what their
job description entails. There was less direct monitor-
ing with many employees working remotely during
the pandemic, allowing them to complete the bare
minimum tasks while working alone. However, a
return to the office allowed more opportunities to
work alongside colleagues, creating a more competi-
tive atmosphere with increased performance. Finally,
our pairwise t-tests showed a marginally significant
decrease in turnover intentions between the during
and post-COVID-19 periods. Research has shown
that employees resigned through the first part of the
pandemic [16, 21], but many showed regret soon after
[18]. Our findings suggest that employees who stayed
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at the same organization throughout COVID-19 may
have had similar ideas. Initially, employees may have
wanted to be a part of the Great Resignation [14, 15],
but they later realized that staying at their current
organization was better.

The hierarchical regression results showed that
organizational communication acts as a moderator
for the post-COVID-19 period on some employee job
behaviors. This supports the findings of Brown and
Leite [51] that increases in interpersonal communi-
cation may help with positive job behaviors. First,
organizational communication is positively corre-
lated with job performance (H3), both independently
(b = 0.253, p < 0.01) and as a moderator for the
post-COVID-19 period (b = 0.210, p < 0.05). In other
words, as organizational communication increases,
so does job performance [11, 49]. Second, orga-
nizational communication is negatively correlated
with turnover intentions (H4), both independently
(b=–0.315, p < 0.01) and as a moderator for the post-
COVID-19 period (b=–0.273, p < 0.05). This result
also supports the findings of Yue et al.’s [12] study
that employees prefer to stay with an organization
with better communication.

A similar result to the pairwise t-tests, organi-
zational communication did not correlate with job
satisfaction nor act as a moderator for any COVID-
19 period (H2). This differs from previous research
that showed effective communication has a strong
positive relationship with job satisfaction during
COVID-19 [11]; however, this study did not compare
across the COVID-19 periods.

Our findings relate to prior academic research.
Similar tendencies of employee job satisfaction
across pandemic timeframes were found with
Berstein [29] but not in like studies [21, 26]. Regard-
ing job performance, our results parallel the idea of
quiet quitting [19] such that employees performed
as required during COVID-19 periods. Thereafter,
a return to their competitive work environment
post-COVID-19 resulted in employees increasing
their job performance. Employee turnover intentions
decreased during to post-COVID-19 likely due to
employees’ belief that returning to their own organi-
zation was preferred as opposed to being a part of the
Great Resignation [14, 15]. Finally, our findings align
with prior academic research that increased inter-
personal communication results in increased positive
job behaviors like job performance consistent with
Brown and Leite [51] and decreased negative job
behaviors like turnover intentions similar to Yue et
al. [12].

5.2. Practical implications

Considering the theoretical implications based on
the communication channel and information richness
theory [13, 27, 31], our findings also have practi-
cal implications for organizations and leaders. With
the Great Resignation, many organizations had a dif-
ficult time recruiting and hiring employees during
COVID-19 [52], so preserving positive employee job
behaviors will be helpful for the overall operation of
the organization, especially under a crisis. First, orga-
nizational leaders should understand the proper use
of communication tools and choose the right chan-
nels [31] since employees utilize multiple channels
to collect related information (e.g. [53]). Leaders
should know how to utilize multiple communication
channels (e.g., email, social media, internal organi-
zational messaging systems, in-person meetings) to
make sure the message is delivered to all employees
properly [27]. Second, the content of communica-
tion should be clear, simple, and frequent, but also be
open and honest to provide information [54]. Lead-
ers should provide the right information at the right
time and repeat the message as needed, but the con-
tent should be clear and simple because employees
may not be able to process all information with a
limited capacity in a crisis [27, 54]. Lastly, organiza-
tional leaders should learn supportive and relational
communication [55]. The pandemic caused a crisis
in individuals, so each person may have to manage
a different level of emotional and physical demands
within their personal lives [1]. Organizational support
shows a significant positive influence on employees’
well-being [51] and positive job behaviors (e.g. [11,
12]). It is important to embrace the full range of emo-
tions in employees in a crisis, but also be open to
listening to their problems and providing guidance
[56].

6. Conclusion, limitations and future research

6.1. Conclusion

This research examined the effects of pre-, during,
and post-COVID-19 on accounting professionals’ job
behaviors, specifically job performance, job satis-
faction, and turnover intentions. Additionally, the
moderating effect of organizational communication
was considered. Researchers applied quantitative
analyses of survey data collected from accounting
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employees working within the same organization
in North Carolina across the time periods. Pair-
wise t-tests and hierarchical regression analyses were
utilized to test the hypotheses. Findings suggest
significant differences in job performance between
the pre-during and during-post COVID-19 periods.
Furthermore, a marginally significant difference in
turnover intentions with the during-post COVID-
19 period exists. However, statistically significant
differences in employee job satisfaction across the
periods do not exist. Finally, analyses indicated
organizational communication moderates the rela-
tionship between the post-COVID-19 period and job
performance and turnover intentions, but not job
satisfaction. As telework challenges exist and post-
COVID-19 staffing concerns continue, organizations
must search for and implement ways to enhance orga-
nizational communication to encourage increased job
performance and decreased employee turnover inten-
tions of accounting professionals.

6.2. Limitations

This study has some limitations; therefore, the
results should be generalized with caution. First, this
study focused on accounting professionals working
pre-, during, and post-COVID-19 lockdown restric-
tions within a single organization in North Carolina.
As the pandemic caused millions of employees
to resign and find different jobs, employees who
switched jobs during the pandemic may show differ-
ent results and implications than our sample. Second,
the study sample focuses on employees in North Car-
olina. The timelines and restrictions for the pandemic
were different across the United States and globally.
The results and implications may vary in other stud-
ies using data on different occupations or locations.
Third, our data was collected in a cross-sectional
design, even though the analysis was conducted using
a panel design. Employees might respond differently
if the data was collected in three different timelines:
pre-, during, and post-crisis. Fourth, the number of
respondents was considered small at a sample size of
111. However, the statistical analyses used 333 obser-
vations since we examined data on each respondent
over three time periods. Fifth, the research model con-
trol variables were at the employee and organizational
levels. In turn, we performed varying statistical anal-
yses to appropriately test our hypotheses. Lastly, this
study has a single-source bias, especially for measur-
ing employee performance.

6.3. Future research

To address limitations and add insight to the field
of study, future research can expand upon the theoret-
ical framework and methodology to add awareness to
academic research and practitioner knowledge. First,
future studies should consider including employees’
responses who join or quit one organization dur-
ing the crisis context and compare their responses
to whether those who join the organization later
show more positive results. Second, future studies
could examine job behaviors for accounting pro-
fessionals working in different states or countries,
perhaps with a global organization, and compare
the results for generalization. Third, larger sample
sizes may be possible with the geographical expan-
sion of future studies. Fourth, future studies should
collect data in a panel format, chronologically record-
ing responses over even intervals to observe multiple
points in time (e.g., every 2–4 weeks). Fifth, future
studies could consider other employee demographics,
organizational level characteristics, and work behav-
ior variables to further close the gap in academic
research. Lastly, future studies should include more
objective measures from multiple sources to avoid
single-source bias, such as manager or organizational
evaluations or coworker or team performance reviews
on employee performance.
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