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Abstract—Corporate accountants might be faced with many
ethical dilemmas and pressures, some of which are complex
and difficult to resolve. Besides, they tend to compare them-
selves to others in terms of their successes at work. These com-
parisons may lead to their dissatisfaction and turnover inten-
tion. The purpose of this study is to explore the social compari-
son of accountants working in Hanoi affects their satisfaction
and their turnover intention. This study uses quantitative re-
search to analyze data collected from 243 accountants working
in Hanoi. Respondents completed measures of upward compar-
isons, downward comparisons, job satisfaction, and turnover
intention. Research results showed that social comparisons af-
fect accountants’ job satisfaction and turnover intentions. The
upward comparison was found to be positively related to job
satisfaction and negatively related to turnover intention. The
downward comparison was found to be negatively related to
job satisfaction and positively related to turnover intention.
Base on the results of collected data analysis, several solutions
are suggested for enterprises to improve satisfaction levels of
accountants and reduce their turnover intention as the solution
of designing job descriptions, solution of building up a standard
system of employee appraisal, solutions of building a culture of
employee respect and encouragement. The measures created to
assess the degree to which individuals make downward and up-
ward social comparisons when assessing their career progress
should be tested in additional occupations and studies. Future
research should investigate how social comparisons influence
career attitudes beyond considering feelings of relative depriva-
tion.

Index Terms—Social comparison, job satisfaction, turnover
intention, accountants.

I. INTRODUCTION

HANOI is the capital and the second-largest city in Viet-
nam. Being located in the northern critical economic
region, Hanoi is a dynamic economy center and an essential
economic leading city of the North and the whole country.
The People's Committee of Hanoi assesses that the city has
improved the business environment, supported and devel-
oped enterprises, and increased production capacity from
2016 through 2020. The People's Committee of Hanoi also
set out the economic development plan for the period of
2021-2025, which emphasizes the effective implementation
of external activities and international integration while also
enhancing the quality and efficiency of human resources us-
age in all fields.

Among all the properties of enterprises, human resource is
the most significant property, especially those working in fi-
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nance and accounting. The reason is that all financial and
economic information of the enterprises is analyzed and pro-
cessed by the accounting department. Managers can keep
track of business and production activities through the ac-
counting department to evaluate further business develop-
ment decisions. However, accountants are often under job
stress which consequently results in their dissatisfaction.
Moreover, one of the most crucial concerns in personnel
management is making a convenient, fair, self-motivational
working environment.

There are many external and internal factors affecting em-
ployees' job satisfaction and their commitment to their orga-
nizations. Among those factors, Kulik and Ambrose [1] re-
searched that an individual's attitude is affected by peer pres-
sure. They usually compare their salary, bonus, benefits and
other promotional opportunities with each other. Besides,
managers usually compare the staff's working effectiveness
to appraise the operational performance [2]. Understanding
the social comparison of each individual in a particular situa-
tion can contribute to decisions improving employees' job
satisfaction as well as their commitment with the organiza-
tion. Acknowledging the relationship between social compar-
ison, staffs' job satisfaction, and the organization commit-
ment will help business managers find solutions to push the
working motivation and increase the operational performance
of employees.

On that basis, this study will apply the theory of social
comparison to study the influence of upward and downward
peer comparisons of accountants on their turnover intention.

II. LiteraTURE REVIEW

A. Empirical Research

It is necessary to have an accounting information system
of many years to compare, evaluate the financial situation of
an enterprise, and predict future developments. Therefore,
the personnel stability of the finance-accounting department
is vital for enterprises. Based on the desire of enterprises to
retain qualified accountants, Many researches have been con-
ducted on the factors that influence accountant job satisfac-
tion and turnover intentions. Chatzoglou and his fellows [3]
have researched a model to check the job satisfaction of ac-
countants working for various companies in the region of
East Macedonia, Greece. Research results show that organi-
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zational and professional engagement factors such as work-
ing motivation and job features impact the job satisfaction of
accountants. In the factor of working motivation for accoun-
tants, scales are used to measure the salary and self-motiva-
tion of accountants based on comparison and appraisal of
their job performance. Koh, Ong, and Samuel [4] built a re-
search model with three groups of factors affecting job satis-
faction of accounting and auditing professionals in Malaysia,
namely physical factors, psychological factors, and environ-
mental factors. The results of data analysis indicate that re-
muneration, the relationship between supervisors and col-
leagues, job security, opportunities for improvement, leader-
ship style, and organizational culture are critical factors in ac-
countants’ job satisfaction. According to this research, job
satisfaction also appears to buffer not only the link between
supervisors and colleagues and organizational commitment
but also the relationship between job security and employee
loyalty. In a study done by [5], accountants working for vari-
ous organizations in Ghana were asked to rate their job satis-
faction and turnover intentions. The authors built a research
model including independent factors affecting job satisfac-
tion of accountants: salary and bonus, working conditions,
autonomy at work, relationship at work, and opportunity to
use communication skills and ability. In the studies on the
career satisfaction and turnover intentions of accountants,
there is no research that mentions the factor of social com-
parison.

Some previous studies implemented the use of social com-
parison theory to self-assess job satisfaction and turnover in-
tention. For example, in [6], the author applied social com-
parison theory to the study of managers in the United States
evaluating their career development to other individuals' per-
formance. Research results indicate that social comparisons
affect the intention of enterprise change and the job satisfac-
tion of managers. Their turnover intention and work satisfac-
tion are negatively impacted by upward comparison. Their
turnover intention and work satisfaction suffer as a result of
the downward comparison. Later, some studies use compara-
tive theory in appraising employee performance, such as [7],
[8], the research results of these studies show that social
comparison orientation is positively related to job perfor-
mance (performance in each specific task and overall effi-
ciency). However, there has not been any research on social
comparison affecting the group of employees in the account-
ing department of enterprises.

There have been some studies about the influence of social
comparison on employee satisfaction and resignation inten-
tion through the overall previous research, but not for ac-
countants. On the contrary, there are many studies on ac-
countants' satisfaction level and turnover intention, but not
for social comparison factors. Therefore, this research fo-
cuses on the effect of social comparison on the turnover in-
tention of accountants.

B. Social Comparison Theory

The social comparison theory was first developed by Fes-
tinger [9] to reflect the motivation for an interpersonal com-
parison. The interpersonal comparison is caused by self-eval-
uation, self-improvement, self-enhancement. An individual
usually tends to desire an accurate view of his capabilities
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and position in the organization, thus performing a self-eval-
uation. Self-improvement reflects an individual's desire of
improving himself, and it is also both a motivation and a di-
rection to find ways to improve his performance at work.
Self-enhancement plays the role of protecting or enhancing
the personal image. These reasons are closely connected.
When an individual can self-evaluate, he will have accurate
information about his current position and capacity. On that
basis, he can ultimately make self-improvement. In addition,
self-improvement can satisfy the motivations of self-en-
hancement.

Research by Wood [10] has indicated that when carrying
on social comparison, an individual can both compare one-
self with more successful others (upward comparison) as
well as worse-off others (downward comparison).

In studies on the affection of social comparison on individ-
uals in the process of self-improvement, Buunk and Gibbons
[11] have indicated that upward comparison is closely con-
nected to the self-improvement motivation of an individual,
as it can help that person learn from more successful and ca-
pable others. In addition, upward comparison can create pos-
itive role models, helping inspire individuals to make com-
parisons and more efforts. Therefore, when the motivation to
try better is consistent with the employees' goals, they will
have an upward comparison [12].

Downward comparison or self-comparison to worse-off
others is often related to increased self-motivation [11].
Downward comparison helps each individual feel better
about themselves and their status. Wood and Taylor [13] as-
sert that individuals motivated to maintain and increase self-
satisfaction tend to have a downward comparison.

According to [1], individuals use upward and downward
comparisons at different levels because most of them will
meet better individuals and worse-off others. According to
researchers, individual factors get connected with specified
groups of people as a result of socialization. Because upward
and downward comparisons are frequently made in the same
direction, the tendency of social comparison can affect an in-
dividual's attitude towards one's career [14]. Buunk [15]
proved that the frequency of upward or downward compar-
isons plays an essential role in understanding how individu-
als assess their careers. Therefore, the social comparison has
been proposed as a predictor of job satisfaction and compen-
sation expectation [16]. Each person's sentiments about their
job or organization are influenced not just by their genuine
organizational goals, but also by the social comparison crite-
ria they employ [14]. On this basis, the study will explore the
effect of social comparisons on an individual's intention to
change jobs.

Various researchers have developed the concept of job sat-
isfaction. In one of the most popular concepts in research
[17], researcher defined job satisfaction as a happy or posi-
tive emotional working state or working experience appraisal
of an employee. According to [18], job satisfaction is defined
as the feeling and emotional response to various aspects of an
employee's job. With the same point of view, Price [19] also
defined job satisfaction as a level in which employees per-
ceive and have positive orientations towards employment in
the organization.
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According to [20], a qualified organization is demon-
strated by paying attention to humanity, training human re-
sources, caring about employees' happiness and providing
them with happy workplaces. He also emphasized the impor-
tance of human resources in creating a production environ-
ment with outstanding efficiency. Juran [21] also defined that
an increased level of employee job satisfaction will benefit
the organization in terms of both quality and productivity.
Therefore, the study of employee satisfaction at work will
help leaders get the real needs, the things that create satisfac-
tion and dissatisfaction, disagreement of employees in the or-
ganization. Therefore, executives may develop, adapt and
supplement personnel policies of the company within the au-
thorized framework to improve job performance and em-
ployees in order to assure quality and sustainable staff. The
enhancement of personnel policies will better match the aspi-
rations of employees, providing the business with an oppor-
tunity to recruit and retain exceptional staff. The stable, high-
quality human resources of an organization will ensure its
position in the market and create a foundation for sustainable
development.

The intention of changing a job or workplace is the inten-
tional desire to leave an organization. According to [22], an
employee's turnover intention is the desire to quit their
present work and seek employment elsewhere. According to
[23] turnover intentions are an important stage and a measure
of actually leaving the current job voluntarily. The intention
hereby means that before actually leaving the current work
environment, these people have made a conscious decision.

The concept of turnover intention reflects an employee's
attitude towards an organization, demonstrating the possibil-
ity of an employee's resignation in the near future. According
to [24], The intention to quit jobs is commonly reflected in
three cognitive factors: the want just to change jobs, the de-
sire to look for another work or organization, and the willing-
ness to better occupations. Resignation is always a focus and
interest matter in an organization. Resignation intention is the
last cognitive stage in leading to actual resignation action and
is a crucial decision-oriented factor for employee's leaving or
staying in the organization [25]. When an employee resigns,
the performance of the remains in the organization will be se-
riously affected. They have to take account of the working
burden of leavers, so they are overloaded, resulting in reduc-
ing job satisfaction. Consequently, the chain reactions will
influence the resignation consideration of the remains if the
organization does not take any timely measures. Thus, when
employees resign, there are many risks in an organization.
Turnover intention is an employee's intention before their of-
ficial resignation. The willingness, capacity, and preparation
to resign are all part of this goal. Although the turnover in-
tention is not the actual conduct, managers may understand
and forecast the actual resignation behavior by studying the
turnover intention in order to plan for workers to quit the
company or move employees.

III. HyproTHESIS AND RESEARCH METHOD

A. Hypothesis

According to [15], individuals who have a tendency of up-
ward comparison frequently will focus on how others do bet-

ter than them and have behavior of new job search more than
those who have a regular downward comparison. Although
an upward comparing individual can admire others better,
this can induce envy and inadequacy, resulting in turnover
intention [26].

In contrast, Finegold et al. [27] have shown that individu-
als who focus on their career achievements more than their
colleagues are less likely to leave their organization. In addi-
tion, the downward comparison helps individuals improve
their mood and job satisfaction resulting in decreasing the
turnover intention [28].

In the study [6], it was demonstrated that social compari-
son affects employee satisfaction and turnover intention. In
this study, the upward comparison has a negative impact on
employee job satisfaction, but the downward comparison has
a positive impact. In contrast, the upward comparison has a
positive influence on the turnover intention, but the down-
ward comparison has a negative influence on the turnover in-
tention of employees.

According to the hypothesis of previous studies, the author
proposes the following research hypotheses:

Hla: The upward comparison has a negative impact on the
job satisfaction of accountants in Hanoi.

H1b: The downward comparison has a positive impact the
on job satisfaction of accountants in Hanoi

H2a: The upward comparison has a positive impact on the
turnover intention of accountants in Hanoi.

H2b: The downward comparison has a negative impact on
the turnover of accountants in Hanoi.

B. Research Method

The author uses the quantitative method as the primary re-
search method. The author inherits the study [6] and profes-
sional characteristics of accounting to build up a scale for the
influencing factors: upward comparison, downward compari-
son and the job satisfaction of accountants. The upward com-
parison consists of four items: contrast your career with that
of someone in a higher position, assess development by com-
parison with more successful people, motivated to achieve
success is more similar to more successful people, evaluate
career success based on comparison with more successful
people. The downward comparison consists of four items:
consider your success rather than your colleagues when eval-
uating your career, | am satisfied with myself when compar-
ing my achievements with colleagues, I perceive myself as
more successful than my colleagues, evaluate career success
based on comparison with less successful people. The job
satisfaction consists of four items: I am receiving a higher
salary compared to people working in the same position in
other companies, I was promoted to hold a management po-
sition in the company, I am appreciated in the field in which
I work, I got promoted faster than my colleagues. The author
inherits the study [29] and the working context of accoun-
tants in Hanoi to build up a scale for the target factor of
turnover intention. This factor consists of four items: plan-
ning to change jobs within the next six months, looking for a
new job, thinking of moving to another organization,
turnover if possible.

The survey subjects were current accountants in small and
medium enterprises in Hanoi city to supply the required in-
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formation for the research. This study aims to test the scales
and research hypotheses using the 5-level Likert scale to de-
sign the questionnaire. First, a preliminary survey was con-
ducted on 50 accountants in small and medium commercial
enterprises in Hanoi to detect mistakes in the preliminary
questionnaires from qualitative research. After that, the au-
thors continue to correct the mistakes to have a formal inter-
view table and conduct formal quantitative research. The re-
sults of 26 preliminary analyses indicated that the scales were
quite good, with a confidence of more than 0.75. Therefore,
these 50 samples continued to be used as part of the formal
survey and the questionnaire without further editing. The au-
thors sent the questionnaire in 3 ways: sending online ques-
tionnaires via Google Form, sending them by email, and dis-
tributing the pre-printed questionnaire directly. The authors
have collected information with 300 samples to ensure the
necessary sample size. Survey subjects are employees in
Hanoi's small and medium commercial enterprises, and the
survey duration was from March 2021 to April 2021.

IV. Resurrs anp Discussion

After the survey duration, the authors received 252 answer
sheets, of which 243 were valid and full of information cor-
responding to 243 samples used. With 16 observed variables,
this number of samples is completely reliable in the statistics
aspect. These valid questionnaires were coded by SPSS and
AMOS 20 software for analysis.

A. Testing the Reliability of the Scale

The Cronbach Alpha coefficient was used to test the
scale's reliability, with the goal of eliminating variables hav-
ing a corrected item-total correlation of less than 0.3. Criteria
choose the scale with the reliability Cronbach's Alpha greater
or equal 0.6 [30]. Cronbach's Alpha of the component scales
is presented in table 1.

TABLE 1
SUMMARY OF TESTING CRONBACH’S ALPHA
Factors Numb Corrected Cronbach
er of | item — total ’s Alpha
Items | correlation
Upward comparison 4 0.706 0.869
Downward comparison 4 0.623 0.819
Job satisfaction 4 0.720 0.886
Turnover intention 3 0.740 0.874

After testing the scale for the factors of upward compari-
son, downward comparison, and job satisfaction, Cronbach's
Alpha coefficient is more than 0.6, and all observed variables
have a corrected item-total correlation that is more than 0.3
but less than Cronbach's Alpha. Thus, all of these scales meet
their reliability. When testing the scale for the factors of
turnover intention the initial 4 scales, Cronbach's Alpha
value is more than 0.6, as shown., but the item TURN4 has a
correlation coefficient with the corrected item-total correla-
tion of 0.064 (lower than 0.3), so it should be eliminated
from the research models. After eliminating the observed
variable TURN4, the Cronbach's Alpha value is 0.874
(greater than 0.6) and the corrected item-total correlation of
remaining items of the factor of the turnover intention are all
greater than 0.3, so meeting the reliability.
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B. Exploratory Factor Analysis

The component analysis was performed on 15 items of the
scales in the study model based on the results of the aforesaid
scale's reliability analysis. (after eliminating TURN4)

Obtaining the coefficient KMO = 0.830 > 0.5 and the Bar-
lett's test has the Chi-Square value = 1894.157 with the sig-
nificant level Sig= 0.000 < 0.05, indicating that the factor
analysis is appropriate. Simultaneously, the total variance ex-
tracted by the Principal Axis Factoring method is 63.866% >
50%, indicating that these extracted factors explain 63.866%
of the variation of the data set, and the Eigenvalues =
1.328>1 is qualified to factor analysis.

TABLE 2
SUMMARY OF FACTOR ANALYSIS
Factors

1 2 3 4
,885
,840
,808
7124

Items

SAT3
SATI1
SAT2
SAT4
UP4
UP2
UP1
UP3
DOWN3
DOWN4
DOWN?2
DOWNI1
TURNI1
TURN3
TURN2
KMO measure of sampling Adequacy
Sig.
Eigenvalue
Total variance explained

921
773
752
,703

,858
,705
,675
,667

,890
,810
,801
0,830]
0,000
1,328

63,866

We can see that the items match the following constraints
based on table 3, a rotation matrix table created using the
Promax rotation method:

Convergent value: The items are grouped together with the
factor loadings in the same column with the same scale as the
initially proposed scale.

Discriminant value: The items have just one-factor loading
that is all more than 0.5, indicating that they should have dis-
criminatory value with practical importance and may be used
to design a regression model to test the initial hypothesis.

C. Confirmatory Factor Analysis

A critical model in which the research concepts are freely
related to each other was established to test all the concepts
in this research [31]. The results of CFA factor analysis for
the critical model, as follows:

Test for unidirectionality and coherence with data

To test the measurement model, CFA by AMOS 20 was per-
formed by the ML method, which is the most popular method to es-
timate parameters in SEM [32]. Figure 1 above shows the output
path diagram of the CFA model, and accordingly the overall coher-
ence statistics in the following table:

The results of CFA analysis show that Chi-square statisti-
cal value in this model is 130.321 with 84 degrees of free-
dom (p=0.001), CMIN/df= 1.551 < 3. In addition, other indi-
cators should be considered such as GFI; IFI; TLI; CFI IFI,
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Chi-square=130,321 ; df=84 ; P=,001
Chi-square/df=1,551
GFI=,935 ; TLI=,968 ; CFI=,975 ; IFI=,975

RMSEA=,048; RMR = ,029

Fig.1: Results CFA the enterprise's ability to access credit (normalized)

TABLE 3
MODEL FIT SUMMARY

Model fit Value
CMIN/df 1,551
RMSEA 0,048
RMR 0,029
GFI 0,935
IFI 0,975
NFI 0,933
CFI 0,975
TLI 0,968

NFI being all greater than 0.9 and RMSEA = 0.048 < 0.08
and RMR = 0.029 < 0.08. Therefore, the scale in the model
achieves unidirectionality, and the market data is coherent
with the model.

Test the convergence value of the scale

The scale reaches convergence value if the standardized
regression weights are all higher than 0.5 and the variance
extracted is > 0.50 [31]. Table 4 shows that the observed
variables' standardized regression weights are all substantial.
The smallest is also 0.709 > 0.5, and the variances extracted
are > 0.50 so it can be concluded that the scales of the re-
search concepts all reached convergent value. The results of
testing the convergence value of the model are presented in
the following table.

Test the discriminant value of the scale

The correlation coefficients with standard deviation show
all are different from 1 (table 5). In other words, the scales
reach a discriminant value.

With the above test results, the developed critical CFA
model is coherent with the collected data and has statistical
significance. Therefore, it is qualified to analyze the SEM
linear structure model to prove the hypothesis of the study.

D. Structural Equation Modeling

To assess the study theoretical model, structural equation
modeling (SEM) is utilized. This approach has many more
benefits than typical multivariable regression since it may be

TABLE 4:
TEST THE CONVERGENCE VALUE OF SCALE

Estimate
SAT3 <--- SAT ,890
SATI1 <--- SAT ,822
SAT2 <--- SAT ,769
SAT4 <--- SAT ,775
UP4 <--- UP ,790
UP2 <--- UP ,763
UP1 <--- UP ,789
UP3 <--- UP ,828
DOWN3 <--- DOWN 177
DOWN4 <--- DOWN , 724
DOWN2 <--- DOWN ,709
DOWNI1 <--- DOWN ,718
TURNI <--- TURN ,829
TURN3 <--- TURN ,875
TURN2 <--- TURN ,802

performed after the measurement number. The ML (Maxi-
mum Likelihood) estimation approach is used to estimate the
model's parameters, similar to how it is used to evaluate scale
models via CFA. The SEM model's results are depicted in
the figure below.

Chi-square=136,467 ; df=85 ; P=,000
Chi-square/df=1,605

GFI=,932 ; TLI=965; CFI=,972 ; IFI=,972
RMSEA=,050; RMR =041

Fig. 2. Result of research model (SEM — standardized estimates)

Test the model coherence
The model has 85 degrees of freedom, according to the
findings of the linear structure analysis, with a Chi-squared

TABLE 5
TEST THE DISCRIMINANT VALUE OF THE SCALE
R SE 1-r CR P
SAT <> upP -0,160 0,109 l’lg 10,641 | 0,00
SAT <> | DOWN | 0340 | 0, 0’68 6,355 | 0,00
SAT <> | TURN | 0373 | 0 1’3; 13,400 | 0,00
upP <> | DOWN 0’13 0.108 0’8; 7,494 | 0,00
UP <> | TURN 0416 | 100 0’52 5,815 | 0,00
DOWN | <> | TURN 0286 | 106 ng 12,153 | 0,00

125
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statistical value of 136.467 (P-value = 0.000); Chi-squared/
df= 1.605 (less than 3); hence, we evaluate more meaningful
measurement indicators. Besides, we must consider other in-
dicators such as GFI; IFI; TLI; CFI IFI, NFT all greater than
0.9 and RMSEA = 0.050 < 0.08 and RMR = 0.041 < 0.08.
Therefore, the scale in the model achieves unidirectionality
and the market data is coherent with the model. According to
the above criteria, the research model is coherent with the
market data. Specifically, the measurement indicators of the
coherence level of the model are shown in the following ta-

ble.
TABLE 6
EVALUATION INDICATOR SYSTEM AND FITTING RESULT
OF SEM OVERALL MODEL FIT

Actual fitting value Standard
Cl\:ﬁ-N/ 1,605 <3

RMSEA 0,050 <0.08
RMR 0,041 <0.08
GFI 0,932 >0.9
IFI 0,972 >0.9
NFI 0,930 >0.9
CFI 0,972 >0.9
TLI 0,965 >0.9

Test the relationship between the factors of the model
Table 7 displays the estimated outcomes of the parameters.
This indicates that the associations are statistically significant
(p less than 5%).

TABLE 7
UNSTANDARDIZED COEFFICIENTS FOR SEM MODEL
r SE CR P
SAT <--- UP -,361 115 3,144 ,002
SAT <o DOWN ,401 079 5,064 il
TURN | < UP 712 118 6,012 o
TURN | <— | DOWN | -308 | = oo | 348 o
TURN | <-- SAT -203 071 2,843 ,004

However, the unstandardized regression coefficient only
shows the positive or negative impact of the independent fac-
tor on the dependent factor (indicated +/-). This has greater
relevance in mathematics than in economics since it simply
represents the change in the dependent variable when each
independent variable changes, as long as the remaining vari-
ables remain constant.

To examine the affecting amount of influence ratio of the
independent factors on the dependent variable, the standard-
ized regression coefficient is utilized. The larger the value is,
the more important the independent variable to the dependent
one is. We consider the table of regression coefficients with
the normalized beta:

TABLE 8
STANDARDIZED COEFFICIENTS FOR THE SEM MODEL

Estimate
SAT <--- UP -,215
SAT <---  DOWN 371
TURN <--- UP 418
TURN <--- DOWN -,281
TURN <--- SAT -,200
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Referring to Table 8, we see that there is an influence of
social comparison on the job satisfaction of accountants: Up-
ward comparison affects job satisfaction with a standardized
regression coefficient of -0.215 (negative effect); Downward
comparison affects job satisfaction with a standardized re-
gression coefficient of 0.371 (positive effect).

Besides, the SEM results also prove that there is an influ-
ence of social comparison on the turnover intention of ac-
countants: Upward comparison affects turnover intention
with a standardized regression coefficient of 0.418 (positive
effect); downward comparison affects the turnover intention
with a standardized regression coefficient of -0.281 (negative
effect).

Finally, the SEM results also indicate that there is an im-
pact of job satisfaction on the resignation intention of ac-
countants by the regression coefficient expressing the im-
pacting level of -0,200 (negative effect).

V. CONCLUSION AND RECOMMENDATIONS

According to the findings, there was a causal association
between UP and SAT. The regression coefficient represent-
ing this relationship is -0.215 with statistical significance at a
significant level of 5%. Thus, hypothesis Hla is accepted.
There is a causal relationship between DOWN and SAT. The
regression coefficient of this relationship is 0.371 with statis-
tical significance at the significant level of 5%. Thus, hypoth-
esis H1b is accepted. So in consideration of the size of the re-
gression coefficient, the downward comparison will have a
higher influence on job satisfaction than upward comparison.

There is a causal relationship between UP and TURN. The
regression coefficient of this relationship is 0.418, with sta-
tistical significance at significant level of 5%. Thus, hypothe-
sis H2a is accepted. There is a causal relationship between
DOWN and TURN. The regression coefficient of this rela-
tionship is -0.281, with statistical significance at significant
level of 5%. Thus, hypothesis H2b is accepted. In considera-
tion of the size of the regression coefficient, upward compar-
ison will have a higher influence on the turnover intention
than downward comparison.

Based on the research results, business managers can refer
to the following implications:

* Solution of designing job descriptions

The human resources department of the enterprise needs to
coordinate with the finance-accounting department to design
a decentralized management model of the finance-accounting
department by the size and workforce of this department.
Then, based on the designed management model, the person
in charge of accounting needs to develop a detailed job de-
scription for each job position in the department.

* Solution of building up a standard system of employee
appraisal.

In order to ensure appraisal fairness of the employee per-
formance, it is necessary that enterprises must have a system
of specific appraisal and classification standards. For exam-
ple, for the appraisal of accountants, the human resources de-
partment and the accounting department need to work to-
gether to develop suitable appraisal criteria for job character-
istics, positions and titles.

* Solutions of building a culture of employee respect and
encouragement
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Managers should not compare an employee's results di-
rectly with better others because it causes pressure on un-
achieved employee and reduces their job satisfaction.

When an employee's job performance declines with their
past performance or their results are under the enterprise's set
of standards, managers need to give the employee motivation
and find out the reasons to help them complete their tasks if
necessary.

Managers should also build a common ideal role model
for the employees to encourage and motivate them. The em-
ployees should be motivated to achieve the role model’s
standards when performing the assigned jobs and tasks. Si-
multaneously, managers need to show employees' possibility
of achieving a job promotion if they improve their perfor-
mance.
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