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HOW DO YOU  
COMPARE SALARY?

One question challenging modern enterprises is how to 
optimize the impact of their most important asset: humans. 
As multinationals operate with increasingly global footprints, 
and Shared Services have the world ‘covered’ via regional 
hubs, significant opportunities have opened up across the 
talent landscape. No longer are operations beholden to 
expensive finance staff in Seattle, São Paulo or Singapore. Given 
standardized, integrated global operations, it’s as easy to tap 
into the requisite skills in Suzhou as in Szczecin. So the question 
becomes one of location and sourcing. 

Tapping into the right talent at the right price and for the 
right process – no matter where that talent is located – 
translates into a competitive advantage. But to make the 
right decisions requires data, lots of it – much of which is 
generally beyond the reach of Shared Services leaders or 
local recruiters. 

That’s where the Shared Services and Outsourcing 
Network (SSON) has been able to tap into its vast global 
database, not just to benchmark individual salaries based 
on location, function, skill-set, tenure and seniority; but 
also to highlight the relative advantages of cities that are 
a good match for Shared Services centers – some already 
discovered, others not yet.

Until now, the Shared Services sector has been undersupplied 
with relevant salary and skills data. Traditional statistics on 
Finance or HR administrative roles are simply not a good stand-in 
for the equivalent Shared Services roles, which are more all-
encompassing and solutions-oriented in their current state. As 
Shared Services leaders take on more responsibility for global 
talent management, the need for reliable data on salary and skills 
availability will only increase.

We hope this report will help you as you continue to plan for 
changes in your business and fine-tune your talent management 
strategy. 

Kind regards

Barbara Hodge, Global Editor, SSON 
barbarahodge@ssonetwork.com 

This report is based on 
data from two sources: 
the SSON Salary 
Index, a crowdsourced 
Shared Services salary 
benchmarking tool; 
and SSON Analytics’ 
proprietary Shared 
Services salary 
benchmarking model, 
which has generated 
over 500,000 global 
salary data points. To 
access this data, visit the 
City Cube, our interactive 
site selection tool.

Building for the future on the basis of solid,  
real-time Shared Services salary data
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HOW DO YOU OPTIMIZE 
TALENT RESOURCING 
DECISIONS?

This question is particularly relevant for Shared Services Organizations (SSOs) with a global 
footprint, which can leverage locational advantages – but it also applies to regional or in-country 
operations seeking city-by-city comparisons. 

One trend that weighs heavily into this question is the shift towards effectiveness trumping 
efficiency in Shared Services roles. In other words: the search is on for talent that can deliver the 
value-adding requirements of discerning customers, as opposed to simply providing low cost 
services. So, within these parameters, where do you find the right solution for your organization?

*SSON Analytics’ proprietary salary 
database houses over 36 million salary 
data points globally, 500,000 of which 
are listed in the City Cube tool. The 
database is constantly being updated with 
crowdsourced data from the SSON Salary 
Index.

SSON Analytics, the data analytics center for the 
Shared Services and Outsourcing industry, has 
developed a comprehensive database of Shared 
Services salaries, that are comparable across a 
broad range of functions, skill sets, education, 
seniority, and tenure – across 1,400 different 
locations [see also: City Cube]. The purpose of 
this resource is to support optimal recruitment 
practices for SSOs, which best align with the 
strategic objectives of the enterprise. 

In this report we summarize some of the key 
findings from SSON’s salary database. For SSOs 
evaluating their talent management strategies, 
the ability to compare salaries for a specific 
functional resource across a broad range of 
variables, in both well established and less well 
established locations, is a key tool now at their 
disposal.*

By ‘slicing and dicing’ roles and salaries to 
compare them across locations, SSO leaders can, 
on the basis of solid data, tap into talent where 
it is most lucrative, and deploy it where it is most 
needed.

A recent trend in the US attempting to ban 
employers from asking job candidates about 
their salary history, is interesting. Although the 
intent is to prevent systemic underpayment, 
particularly considering the gender pay gap, 
anecdotal evidence suggests that the legislation 
is not achieving its objective. It does raise an 
interesting point, however, in that employers are 
being exhorted to “price the job, not the person” 
to arrive at a ‘fair’ salary for a given position. 

A Harvard Business Review article suggests that 
‘current salary’ should not be a starting point 
for what an employer is willing to pay. Instead, 
it says, “compensation should be a data-driven 
decision based on the current value of a given 
position in the talent market.” The HBR also 
comes down in favor of tweaking the process 
for setting pay expectations, by positioning a 
candidate within a salary range, based on their 
specific skill or experience level. SSON’s Salary 
Index  promotes this notion of matching salary 
levels to the market, the skills an individual 
brings to the table, professional qualifications, 
level of experience, and seniority, based on the 
forces of supply and demand. 

NUMBERS  
DON’T LIE
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KEY REQUIREMENT: 
AGILITY

What’s Driving 
Shared Services 
Salaries Around 
the World?
Whether the tight job market in 
Tallinn, Estonia or the protectionist 
policies in the UK and US – SSON 
has incorporated these drivers in 
its unique and proprietary salary 
model. 

What we have discovered is that 
Shared Services Centers (SSCs) in 
ASEAN and East Asia are facing 
increased remuneration costs driven 
by lack of talent and language 
limitations. In South Asia, SSCs are 
facing an oversupply of human 
resource as a result of America’s 
protectionist policies. In Australasia 
salaries are stagnating due to a 
growing immigrant population 
taking over transactional jobs. 
Europe is facing a surge in salaries 
with the impending Brexit – some 
places have experienced 30% salary 
jumps over the past year. China 
faces a double edged sword as 
salary levels for experienced Shared 
Services staff increase by as much 
as 15% while those of entry level 
staff are falling by 5%: Compared 
to previous years, when graduates 
enjoyed reasonable salaries, bonus 
and annual increments, they are 
now faced with the prospect of a 
slowdown in their remuneration 
increments. In some cases, Chinese 
SSCs that deal with research & 
development, or IT, are moving to 
Vietnam. 

In India, salaries are stagnant and 
increments limited compared to 
the last few years, with estimated 
salary increments breaking through 
the 10% benchmark, now hovering 
around 9%. nn

In determining optimal human resource deployment, a key 
objective is the ability to ramp workloads up or down seamlessly, 
and therefore support the business as it expands or contracts, 
without undue bottlenecking. Optimal resourcing decisions are 
made not just on the basis of salary, therefore, but also on the 
basis of talent supply, availability, growth trajectories, and, of 
course, competition. In addition, where a key determinant of 
hiring includes access to a steady graduate stream, real-time data 
on entry-level salaries is important. 

Shared Services takes 
traditional ‘back office’ (now 
also middle- and front-office) 
activities, and turns them 
into value-adding work. In 
today’s evolved models, where 
analytics and insights are being 
leveraged, this means the skill 
sets are even more demanding. 
The ability to negotiate and 
build relationships with 
customers; to truly hear 
customers’ concerns and react 
immediately and appropriately; 
to identify bottlenecks and 
fix or circumvent them; to 
critically analyze current 
processes and rethink them 
… all lead to Shared Services 
being increasingly recognized 
as a highly valuable internal 
‘consulting function’ to the 
business. 

The wide range of salary levels 
across relatively similar jobs (on 
the face of it) is the result of 
far more than simply the local 
cost of living. The popularity 
of a given city measured by 
the number of ‘competitors’, 
the extent to which skills 
have been ‘professionalized’, 
whether jobs are 
predominantly transactional 
or knowledge-based … all 
feed into end salary levels. 
Understanding what drives 
these salary levels should be 
a key part of your location 
decision. To work your way 
through the veritable morass of 
data requires some fairly state-
of-the-art algorithms, however. 

HOW ARE SHARED 
SERVICES ROLES 
DIFFERENT?



S S O N  G LO B A L  S H A R E D  S E R V I C E S  S A L A R Y  R E P O R T  2 0 1 7

5

WHAT DRIVES  
SALARY?

COST OF LIVING VS SALARY

The European market is being 
impacted by emerging technologies 
like FinTech, InsurTech and 
blockchain, which impact staff with 
technical skills: this job market is 
very tight and expected to remain 
so for another 12 months, so every 
‘job hop’ results in approximately 
25-40% salary increment. The 
prospect of Brexit is bringing 
more jobs to Europe, with Central 
and Eastern Europe (CEE) the key 
beneficiary. It is expected that 
the CEE job market will heat up 
soon with companies like Barclays 
and HSBC moving some of their 
functions to European countries. 

Across all continents, data science, 
blockchain and cloud technologies 
are driving new roles in SSCs. 
Notably, in bigger organizations 
where there are already analytics 
and business intelligence functions, 
there is a general trend to centralize 
such activities in Centers of 
Excellence. Blockchain roles are 
still rare and somewhat unusual 
in the sense that they sit in IT and 
technology divisions, but perform 
Finance and Accounting roles where 
they are engaged in distributed 
general ledgers. 

SSON Analytics’ research indicates that Shared Services salary 
levels overall are driven by location (country, city), scope of work 
(functional, cross-functional, Global Business Services versus 
non Global Business Services), maturity, scarcity and professional 
experience (education, skill sets, work experience, seniority, tenure). 

Labor shortage is a key 
factor but is often perceived 
as a static snapshot of 
a given market. SSON’s 
access to multiple data 
sources allows us to 
recognize trends, in some 
cases, even before the 
market perceives them. By 
tracking the number of job 
ads in each city relative to 
the unemployment rate, 
and collecting information 
on turnover rates in SSCs 
across multiple functions, 
we are able to gain a good 
sense of the underlying 
job market sentiment and 
demand. For example, 
the job market in Tallinn, 
Estonia, is currently 
tightening, as demonstrated 
by a 22% jump in IT jobs 
and a 9% jump in Sales jobs 
advertised, quarter-to-
quarter, for the past three 
quarters.

Cost of living and the job 
market have the greatest 
impact on salary, particularly 
starting salaries, which 
have a disproportionate 
impact on salary growth. 
This is due to existing 
HR practices requiring 
candidates to present their 
previous pay slips and 
disclose their current salary, 
which serves to perpetuate 
the system of capping 
increments to a percentage 
of previous salary, as 
opposed to the actual 
worth of the individual. 
However, this practice is 
being eliminated in some 
countries, for example the 
USA [see page 3] where 
such requests are being 
phased out and institutions, 
particularly in the financial 
sector, are required to offer 
salaries based on market 
benchmark values.
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What SSON’s salary data 
clearly highlights is that 
there are some fairly large 
differences in salaries across 
regions – based on the same 
job, seniority and skill set. The 
largest such difference occurs 
in Asia, where similar jobs show 
a 90% salary differential across 
the region. In Europe, the 
equivalent differential is 80%, 
and in North America 60%.

 

The data also highlights that, 
where salaries are lower to 
start, the rate of growth in 
salary decreases as individuals 
are promoted, thus the 
already existing regional salary 
differential is reinforced at 
higher levels of seniority.

The following sections 
highlight the regional  
differences we are seeing 
in salaries for Accounting, 
Accounts Payable, Accounts 
Receivable, Finance, HR, 
General Ledger and Marketing 
jobs (see maps). 

In comparing salary 
differentials (see charts), we 
take as our example General 
Ledger and Payroll jobs.

GLOBAL SHARED SERVICES 
SALARY COMPARISON

In addition, our research shows 
that on average, annual salary 
increments do not exceed 
GDP growth by more than 
2% year-on-year. In the case 
of India, for example, GDP 
growth has been 7.1% to 8.5% 
resulting in wage growth 
rates of 10.1% to 10.8%. Where 
the job market is very tight, 
however, salary increments 
can jump to a rate of 3xGDP + 
2%. In the case of Estonia, for 
example, GDP growth for Q2 
2017 is 1.3%, while the average 
wage increment is 6.8%. This 
kind of data allows Shared 
Services leaders to determine 
future resource allocation with 
greater confidence. 

Cost of operations feeds 
through to salary, and yet there 
are notable misalignments in 
some locations that offer the 
opportunity for far-sighted SSO 
leaders to leverage a notable 
advantage. ‘Talent’ for example, 
as measured by professional 
skills qualifications, or skills 
availability, are sometimes 
available in locations with low 
cost of operations (see charts 
on p14).

Education is an important 
factor in some cases, but not 
the sole determinant of salary. 
More relevant is the specific 
skills and training associated 
with specific jobs. For example, 
Finance or Accounting skills are 
significantly more expensive 

than hiring a business graduate 
with financial training. It’s 
important to remember, 
however, that in today’s 
market the half-life of skills is 
shorter than ever before – just 
5 years, according to Deloitte 
University Press. This means 
that the skills you hire for are in 
danger of becoming redundant 
in a matter of time.
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AFRICA AND THE  
MIDDLE EAST 

The salary differentials across the region are illustrated in the chart below, comparing salary levels in Doha, Qatar 
to Tunis, Tunisia. Tunis shows consistent and significantly lower salary levels – 5% of those in Doha – across various 
levels of seniority.

SHARED SERVICES SALARY DIFFERENTIALS

As emerging markets (and 
not just to supply French 
language services from 
the Northern end of the 
continent) Africa and the 
Middle East present a strong 
resource for Shared Services 
jobs. Across the region we 
see the Cooperation Council 
for the Arab States of the 
Gulf (also known as GCC –the 
Gulf Cooperation Council) 
countries paying the highest 
salaries for Accounting, 
Accounts Payable, Accounts 
Receivable, Finance, HR, 
General Ledger and Marketing 
jobs. Some of the lowest 
salaries are currently found 
in Tunis and Casablanca. 
Istanbul and Lagos represent 
median salaries.

SHARED SERVICES SALARIES 

What this chart shows is that the salary of an entry-level General Ledger role in Tunis is only 5.5% of the 
equivalent salary in Doha. For Payroll, we see that the salary of a middle management position in Tunis 
represents 4.6% of the salary an equivalent role would command in Doha.
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ASIA

When we compare salaries across General Ledger and Payroll, Osaka, Japan, shows salary levels 10x those of 
Chennai, India which offers the lowest salaries in the region. The salary differentials appear largest in middle 
management.

SHARED SERVICES SALARY DIFFERENTIALS

Hong Kong, 
Shanghai and Osaka 
have the highest 
salaries in the region. 
Indian cities show 
the lowest salaries 
at entry level, 
supervisor level and 
middle management 
level.

SHARED SERVICES SALARIES 

What this chart shows is that the salary of an entry-level General Ledger role in Chennai is just a tenth of the 
equivalent position in Osaka. For Payroll, we see that the salary of a middle management position in Chennai 
represents just 12% of the salary an equivalent position would command in Osaka.
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AUSTRALIA AND  
NEW ZEALAND

Australia pays the higher 
salaries in this region, due to 
stronger economic conditions 
compared to New Zealand. 
At the same time, population 
growth in Australia, due to 
an influx of immigrants, is 
creating a huge sector of 
working population with the 
appropriate qualifications 
and language capabilities to 
handle work from multiple 
regions. The combination 
of talent, economy and 
language abilities is making 
it easier for companies to 
attract talent to Shared 
Services. This is further aided 
by liberal economic policies 
that enable rapid hiring of 
migrant working populations, 
and investment strategies at 
the state level.

When we compare salaries across General Ledger and Payroll in this region, although salary differentials 
extend to nearly 40%, the salaries are nevertheless more comparable than across Asia or Africa.

SHARED SERVICES SALARIES 

SHARED SERVICES SALARY DIFFERENTIALS

What this chart shows is that the salary of an entry-level General Ledger role in Wellington is still more 
than a third cheaper than the equivalent role in Sydney. For Payroll jobs, we see that the salary of a middle 
management position in Wellington represents just about 2/3 of the salary an equivalent position would 
command in Sydney.
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EUROPE

SHARED SERVICES SALARY DIFFERENTIALS

Western Europe and the 
Nordics region pay the highest 
salaries in Europe. Eastern 
Europe pays the lowest salaries 
– with many of the cities in 
Eastern Europe showing a 
strong Shared Services Center 
and/or Global Business Services 
Center presence. 

Dublin is the most popular 
location for SSCs in Europe, 
primarily due to the liberal 
investment policies that the 
government has implemented 
over the last 30 years. On top 
of that, Dublin has the best 
infrastructure due to progressive 
investment decisions, and 
offers a number of top business 
schools and good legal systems. 
This is further enhanced by the 
proximity of Dublin to London as 
well as strong connectivity with 
Europe, USA, LATAM and Africa.

The wage differentials across Europe are as extreme as Africa, with salaries in Oslo, Norway, almost 20 times 
the salaries that are currently paid in Sofia, Bulgaria.

SHARED SERVICES SALARIES 

What this chart shows is that the salary of an entry-level General Ledger role in Sofia represents just 5.5% of 
the salary for the equivalent role in Oslo. For Payroll, we see that the salary of a middle management position in 
Sofia represents just 7% of the salary an equivalent position would command in Oslo.
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LATIN AMERICA

SHARED SERVICES SALARY DIFFERENTIALS

South American salaries 
are much higher than 
those in Central America, 
with Buenos Aires, 
Argentina showing some 
of the highest salaries in 
the region, and Bogota, 
Colombia some of the 
lowest.

Comparing salaries across General Ledger and Payroll, we see that Buenos Aires, Argentina pays salaries 
almost three times the level of San Salvador, El Salvador.

SHARED SERVICES SALARIES 

What this chart shows is that the salary of an entry-level General Ledger role in San Salvador represents just 
over a third of the salary for the equivalent role in Buenos Aires. For Payroll, we see that the salary of a middle 
management position in San Salvador also represents just over a third of the salary an equivalent position 
would command in Buenos Aires.
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NORTH AMERICA

SHARED SERVICES SALARIES 

The greatest salary differentials in North America exist between San Juan, Puerto Rico, and New York City. 
New York salaries are roughly two and a half times those of San Juan.

Across North America major 
US cities pay higher salaries 
than do Canada or Puerto 
Rico.  This is interesting 
in the case of Seattle and 
Vancouver which are in 
fairly close proximity to 
each other. Detroit and 
Phoenix offer some of 
the lower salaries in North 
America.

What this chart shows is that the salary of an entry-level General Ledger role in San Juan represents 
38.2% of the salary for the equivalent role in New York City. For Payroll, we see that the salary of a middle 
management position in San Juan represents just 39% of the salary an equivalent position would command 
in NYC.

SHARED SERVICES SALARY DIFFERENTIALS
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HOW TO GUIDE CURRENT 
RECRUITING PRIORITIES 
BASED ON GLOBAL 
SALARY DATA

The broad availability of global talent is summarized in the chart below which lists the top 30 cities identified by 
SSON Analytics that provide the highest quantity of ‘talent’ ranked from 1-30. The surprises here, in just the top 
10, are Panama City, Lagos, and Melbourne. [We define ‘talent’ on the basis of professional qualifications and 
skill sets.]

When we shift our attention to skills, there is some commonality with the previous chart (Talent) – i.e.  Lima, 
Lagos, Shanghai – but Hong Kong and London also emerge (and you don’t need an algorithm to tell you those 
are not competitive options). We also find Riga and Sofia towards the bottom end of the ranking, whereas the 
‘talent’ denominator put them at the top end. So where do you go from here?

SKILLS RANKING
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TALENT RANKING
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To derive more valuable analytics from this data we need to cross reference the cost of operations 
to available skills and talent. 

Cross-referencing cost of operations with skills positions Shanghai and Lima high on the skills 
availability ranking, but at a significant cost (in the case of Lima, greater than the value of the skills). 
Shanghai stands out, however, as the only city in which the value of its skills outweighs the cost of 
operation.

Similarly, if we cross reference cost of operations with talent, according to various international 
professional qualifications such as ACCA (Association of Chartered Certified Accountants), CIPD 
(Chartered Institute of Personnel and Development), Panama City takes the lead in offering talent 
as an advantage over the cost of operations. We see a similar trend in Prague. However, for all other 
locations, the cost of operations outweighs the benefit of talent alone.

CITY COMPARISONS - SKILLS RANKING

CITY COMPARISONS - TALENT RANKING
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“Average salaries for F&A 
jobs in New York City are 2x 
higher than in El Paso, Texas.”

TOP 10 GLOBAL CITIES FOR SHARED SERVICES, SHOWING  
DENSITY OF CURRENT SSCS.

Evaluating just skills or talent alone does not provide sufficient data to make optimal human 
resourcing decisions. The obvious answer is to correlate skills and talent to actual cost of 
operations. What all this data points to, therefore, is a definitive list of 10 locations that offer the 
optimal return on salary investment (see below). The selection of these top 10 cities is due to the 
combination of skills, talent and cost of operations they present.

What is interesting to note is that when we superimpose what we know about current 
market saturation (i.e. popularity of location for Shared Services), we clearly see opportunities 
for forward thinking Shared Services operators. Lima and Lagos both present an excellent 
opportunity to get into the SSC market at the ground level, in the face of little (Lima) to nearly 
no (Lagos) competition. The opportunities presented by Shanghai and São Paulo, on the other 
hand, have well and truly been recognized by the market as evidenced by the significant 
existing presence of Shared Services Centers in these cities. Despite its popularity, Prague still 
offers some capacity.

Where are Salaries Lowest?
Globally, Asia and LATAM have the lowest salary relative to the regional talent pool (for example, 
Asia has more than 268k FTEs (35% of global population) working in Shared Services as 
compared to Europe’s 145k (18% of global population) or Africa’s 50k (9% of global population). 
This is primarily due to weaker national currencies. However, in some countries such as Japan
and Switzerland, the combination of cost of living and currency strength has resulted in salary 
levels comparable or even higher than those in New York. African salaries are low, but opening 
an SSC in the region is difficult due to the political unrest, smaller talent pools and, in some 
cases, civil unrest.
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SUMMARY

This report is based on data from two sources: the SSON Salary Index, a crowdsourced Shared 
Services salary benchmarking tool; and SSON Analytics’ proprietary Shared Services salary 
benchmarking model, which has generated over 500,000 global salary data points. To access 
this data, visit the City Cube, our interactive site selection tool.

With the Shared Services model still growing 
and its continued popularity assured, 
organizations that are either looking to expand 
or to join the movement at this stage, should 
certainly consider LATAM as a key region.  It 
provides plenty of talent, generally stable 
economic conditions, and legal advantages.  
Lima stands out in terms of the opportunities 
it combines for shared services as well as the 
fact that it is, to date, relatively untapped.

However, CEE and Asia will continue to 
attract SSCs for the foreseeable future, given 
their deep pools of talent, strong language 
capabilities, cheap human resources and 
strong legal frameworks. With the increased 
deployment of intelligent automation 
technology, ‘nearshoring’ is becoming more 
popular as a sourcing model. For European-
based entities, Central and Eastern Europe 
should therefore come back onto the radar, 
and for North American-based entities, LATAM 
opportunities will certainly be a consideration.

ABOUT THE SHARED  
SERVICES & OUTSOURCING 
NETWORK (SSON)

ABOUT SSON ANALYTICS

The Shared Services & Outsourcing Network (SSON) is the largest and most established community of 
shared services and outsourcing professionals in the world, with over 120,000 members.

Established in 1999, SSON recognized the revolution in support services as it was happening, and realized that a 
forum was needed through which practitioners could connect with each other on a regional and global basis.

SSON is a one-stop shop for shared services professionals, offering industry-leading events, training, reports, 
surveys, interviews, white papers, videos, editorial, infographics, and more.

SSON Analytics is the global data analytics centre of the Shared Services & Outsourcing Network (SSON), the 
world’s largest community of shared services, outsourcing and transformation professionals.

SSON Analytics offers visual data insights that are simple, accurate, and digestible to the global shared services 
and outsourcing community.

Thousands of global business services and outsourcing professionals use our data to understand the shared 
services landscape in their region through a variety of interactive data tools, analytics reports and customised 
data insights.
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MEDIA  
PARTNERS

Salaryexpectation.com is a global online Cost of Living Salary Calculator that calculates the cost of living salary 
equivalent for 140 cities worldwide, using the cost of living indices from The Economist Intelligence Unit. They 
provide a cost-effective solution for global job seekers, recruiters, expatriates and international candidates who need 
to accurately calculate cost of living salary expectation.

WageIndicator Foundation is active in 92 countries where millions of visitors shared, and still share, their wage and 
working conditions in order to inform colleagues and peers around the world about their working life. The foundation 
creates excellent indicators to ensure that everyone receives a fair pay under “OK” circumstances or is able to act 
fairly. Increased labour market transparency benefits employers and employees worldwide. These people are the real 
participants of WageIndicator, which also enables them to interact with one another.
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