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Abstract 

 

The research aims to investigate the career development of accounting specialists working in Business 

Process Outsourcing (BPO) and Shared Service Center (SSC) organizations. The study focuses on identi-

fying the similarities and differences between career development in selected aspects within those two 

models of accounting outsourcing. The research was conducted using a questionnaire. The data were 

obtained from Polish accountants working in BPO and SSC in Cracow and analyzed using both descrip-

tive and inferential statistics. We find a range of career development opportunities in accounting SSC and 

BPO centers. Accountants who focus on promotion, training, and international work environment most 

often choose job offers among BPO centers, although job satisfaction and work perception are compara-

ble in SSC and BPO. Accountants with a higher level of job satisfaction and positive work perception in 

the current accounting service center stay in the BPO/SSC sector for longer periods. 
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Streszczenie 

Kariera w centrach usług księgowych BPO i SSC  

– podobieństwa i różnice w wybranych aspektach 

 

Celem badań prezentowanych w artykule jest analiza kariery specjalistów z rachunkowości zatrudnio-

nych w centrach usługowych typu BPO (Business Process Outsourcing) oraz SSC (Shared Service Cen-

ters). Uwaga została skoncentrowana na identyfikacji podobieństw i różnic rozwoju kariery w wybranych 

aspektach, w tych dwóch modelach outsourcingu usług księgowych. Badania zostały przeprowadzone 

przy wykorzystaniu kwestionariusza ankietowego. Dane pozyskano od polskich księgowych zatrudnio-

nych w centrach typu BPO i SSC zlokalizowanych w Krakowie. Na tej podstawie przeprowadzono anali-

zę statystyczną, wykorzystując metody statystyki opisowej i matematycznej.  
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Wykazano zróżnicowanie charakterystyk karier w tych dwóch rodzajach centrów. Księgowi zaintereso-

wani szybką karierą, szkoleniami oraz pracą w międzynarodowym otoczeniu częściej wybierają zatrudnie-

nie w centrach typu BPO. Natomiast poziom satysfakcji i percepcja pracy jest porównywalna w obu ro-

dzajach centrów. Interesujące jest spostrzeżenie, że księgowi deklarujący wyższy poziom satysfakcji 

z pracy oraz pozytywny jej odbiór pozostają w sektorze usług outsourcingu rachunkowości na dłuższy czas.  
 

Słowa kluczowe: księgowy, kariera, offshoring, outsourcing. 

 

 

 

Introduction 
 

The process of professional development and the determinants of accountants’ careers 

in various types of organizations are very popular streams of research on accounting 

practice (Hardin et al., 2001; Herbohn, 2004; Andon et al., 2010). The latest studies 

(Nouri, Parker, 2013; Koval et al., 2016; Single et al., 2018) emphasize employment in 

accounting from the employees’ perspective – their preferences, career growth oppor-

tunities, and job satisfaction. The latter category is particularly important due to the 

perceived relationship between the accountants’ overall level of job satisfaction with 

turnover intentions. Job satisfaction is a multidimensional category correlated with fac-

tors characteristics of the employee, employer, and work environment. Although most 

of the ongoing research (Herbohn, 2005; Herbohn et al., 2011) indicates that the overall 

level of job satisfaction is independent of the ownership, size, or activity of the com-

pany, studies in this area are still being undertaken (Kabalski, Przygodzka, 2017; 

Hońko, 2018). The current study refers particularly to entities for which accounting 

processes are their core business (accounting firms). 

The rapid development of accounting service firms has been associated with the 

development of offshoring. Researchers have widely documented the phenomena of 

the offshoring sector and the concept of a professional career. The studies examined 

the impact of the SSC models on professional employability (Rothwell et al., 2011), 

the changing nature of management accounting in the shared service model (Herbert, 

Seal, 2012), the differences between SSC and BPO (Maciejczyk, 2016; Marciniak, 

2013), and key location factors and motivations for moving business services to Central 

and Eastern Europe (Sass, Fifekova, 2011), and to Poland in particular (Malik, 2018). 

Examples from the literature indicate the evolution of the accounting profession, e.g., 

changes in the requirements to perform the work and new personal expertise (Pincus et 

al., 2017), or the implications of new Internet-related technologies for the accounting 

profession (Moll, Yigitbasioglu, 2019). In Poland, which is one of the main locations 

for offshoring processes, there have been many studies on the careers of accountants in 

accounting service centers.  

So far, research has concerned the qualifications required to work as an accountant 

in the offshoring sector (Świetla, 2010; Zarzycka, Michalak, 2013; Janiga, 2014), the 

motivations behind starting a career as an SSC accountant and the perception of the 
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duties (Łada, Konieczny, 2015), and the differences in the perceptions of work in ac-

counting offices and accounting service centers (Łada, Ziarkowski, 2018). The studies 

also emphasized matching people’s personalities to a specific type of work in account-

ing service centers (Kabalski, Przygodzka, 2017). However, there is a lack of empirical 

research that provides insight into the diversity of entities in the offshoring sector and 

the impact of working conditions on career decisions and job satisfaction. Only a few 

studies regarding the diversity of BPO and SSC centers suggest that different working 

environments could potentially be important for the development of a career in account-

ing (Deszczyński, 2018). The identified research gap contributed to determining the 

scope of our empirical study, the goal of which is to diagnose the similarities and dif-

ferences in the perception of professional development by accountants working in BPO 

and SSC centers. The analysis was conducted on selected career aspects: the motiva-

tions to start a career in accounting service centers, references, job satisfaction, and 

perception of work. This is the first empirical study that verifies the meaning of off-

shoring center types (BPO and SSC) from the perspective of career choices and job 

satisfaction. 

The verification of the potential diversity was conducted based on a questionnaire 

survey carried out in accounting service centers in Cracow. This city was chosen for 

two main reasons: in global rankings, Cracow is listed among the best cities for off-

shoring (Tholons, 2019) and it remains the city with the highest level of employment 

in offshoring service centers in Poland (ABSL, 2018). Almost a third of employment 

concerns services related to accounting, finance, banking, and insurance (ABSL, 2018). 

The following research was a quantitative cross-sectional study. The statistical analysis 

enables a comparison of accounting career models in the modern offshoring services 

sector, which is dynamically developing in Poland. 

The structure of this paper is as follows. The first section reviews the literature on 

accounting career choices with a special focus on the offshoring accounting sector. It 

also systematizes the concepts of BPO, SSC, and a hybrid model. The second section 

presents the research design and methodology of the study, while the results of the re-

search are presented in the third section. The empirical study is discussed in the fourth 

section, and conclusions of the analysis and major findings end this paper. 

 

 

1. Research on accounting career choices 
 

Careers in accounting have been the subject of interest for researchers for many years 

(Anderson et al., 1994; Felton et al., 1995; Bernardi, 1998; Barker, Monks, 1998). The 

analysis of previous scientific publications in this area proves that it is not only a very 

broad but also heterogeneous field of research, confirmed by scientific articles collected 

in the ScienceDirect database (as of 08.10.2019). A search for research articles about 

careers in accounting journals provided 1531 results from the 1990s to the date of the 

search. Limiting the search to articles in which the word “career” appeared in the titles, 
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abstracts, or keywords shows 129 results. Analyzing the subjects of these publications 

with VosViewer, a bibliographic analysis software tool, showed the occurrence of 

many relatively unrelated topics. The analysis of keyword connections that character-

ized the articles identified several of the most common threads. A wider literature re-

search confirmed that these threads also appear in publications from outside the ana-

lyzed database. They included thematic groups such as accounting education (e.g., 

Pincus et al., 2017; Rebele, Pierre, 2019), accounting firms (e.g., Johnson et al., 2008; 

Kornberger et al., 2011), gender issues (e.g., Windsor, Auyeung, 2006; Single et al., 

2018), turnover intentions (e.g., Nouri, Parker, 2013; Hall, Smith, 2009; Haji Hasin, 

Haji Omar, 2007), the accounting profession, and career choice (e.g., Hardin et al., 

2001; Herbohn, 2004). 

 

Figure 1. Network map of keywords related to a career in accounting 

 
Source: author’s own elaboration (VosViewer). 

 

The research presented in this article, regarding the accounting profession and ca-

reer choice, is in the last section. Career studies on accounting from the employees’ 

perspective – their perceptions and choices – are also very broad and multi-threaded. 

One of the central research problems in this area is job satisfaction (Moyes et al., 2008), 

the factors that determine the level of satisfaction (Haji Hasin, Haji Omar, 2007; 

Chatzoglou et al., 2011), and the consequences of these connections in the form of 

career choices (Felton et al., 1995), progression (Barker, Monks, 1998), and success 

(Anderson et al., 1994). Job satisfaction is a multidimensional construct (Herbohn, 

2004), and the factors that determine it can have positive and negative values. It means 

that many variables can potentially improve or lower the overall level of job satisfaction. 

These factors are related to different entities: the employees themselves, the organiza-

tion in which they work, and the socio-economic environment in which the career is 

pursued. The set of factors determining satisfaction includes both tangible (e.g., salary 

level) and intangible (e.g., stress level) elements. 

The abovementioned factors were the subject of previous research regarding ac-

counting careers. For example, a study in South Texas among Hispanic accountants 

(Moyes, Owusu-Ansah, & Ganguli, 2006) indicates that level of job satisfaction is pos-
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itively correlated with employee needs, such as supportive supervision, the job’s intrin-

sic values, recognition, fair and equi pay, benefits packages and promotion opportuni-

ties, congenial organizational environment and relationship at work. However, demo-

graphic factors, like gender, age, and position, are not statistically significantly corre-

lated with job satisfaction (Moyeset et al., 2006). Another study, conducted among ac-

countants in Melaka, Malaysia (Haji Hasin, Haji Omar, 2007), implies that only a few 

demographic factors, such as job position, salary, and level of education, affect job 

satisfaction. Research carried out in Croatia among accountants who participated in 

a program for certified accountants, shows an average level of job satisfaction (Alji-

nović Barač, Tadić, 2011). Frequent changes and the complexity of the accounting reg-

ulatory framework have a significant impact on job satisfaction. Additionally, the atti-

tude to change and education are correlated with job satisfaction. Other factors related 

to demographics (gender, age, experience, professional qualifications) and the com-

pany (ownership, size, activity) have no statistical influence on job satisfaction (Alji-

nović Barač, Tadić, 2011). In the Polish literature, research into the job satisfaction of 

accountants has also been carried out. Hońko (2018) pointed out that, generally, the 

level of job satisfaction is high and is correlated with remuneration. 

When it comes to accountants’ career decisions, an important observation is the 

correlation between job satisfaction and turnover intentions. Empirical research con-

ducted in several countries has confirmed this relationship. Studies on the influence of 

job satisfaction on career progress in Australian public accounting firms (Herbohn, 

2005) have shown that accountants who work for public accounting firms are generally 

satisfied with their jobs. However, women have a significantly lower level of satisfac-

tion with promotion than men, and despite the differences in annual salary between 

male and female accountants, the satisfaction with their remuneration was at a similar 

level. It was also found that the accountants’ age and the size of the firm have no sig-

nificant impact on job satisfaction, although female accountants with low level of sat-

isfaction have higher turnover intentions. Among accountants working in East Mace-

donia and Greece, research has pointed out that organizational and professional com-

mitment influence job satisfaction, and that job satisfaction impacts turnover intentions 

(Chatzoglou et al., 2011). Additionally, research on the correlation between mentoring 

and role stress (conflict, ambiguity, and uncertainty), job performance, and the turnover 

intention employees of public accounting firms in the USA indicates that informal men-

tors reduce the level of role ambiguity, while formal mentoring has no significant im-

pact on job performance or turnover intention (Viator, 2001). 

 

 

2. Offshoring and careers in accounting 
 

The primary factor that influences contemporary trends in the accounting sector, as well 

as the careers of accounting professionals, is the offshoring of accounting services. The 

intensity of offshoring is associated with the development of information technologies, 
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economies of scale, and the expected mass digitization and automatization of account-

ing processes (Moll, Yigitbasioglu, 2019). Accounting processes are moved to special-

ized centers located in countries that ensure their effective implementation (due to, 

among others, the favorable relationship between the level of remuneration and em-

ployees’ qualifications); thus, the careers of accountants in offshoring service centers 

have drawn the attention of researchers (Herbert, Seal, 2012). There was a clear change 

in the way accounting processes were implemented. A greater degree of standardization 

was introduced, and the execution of the process was broken down into simple pro-

cesses that do not require specialist expertise. This observation contributed to the in-

tensification of research into the careers of “new accountants” employed in the service 

centers (Cacciaguidi-Fahy et al., 2002; Lambert et al., 2019) and led to the identifica-

tion of the gap in traditional skills and competences of the accounting profession 

(Pincus et al., 2017). 

Empirical studies have indicated that accounting service centers have created a new 

group of employees whose careers develop differently from those of traditional ac-

countants. Centers hire highly educated candidates, often graduates from a variety of 

fields of study with knowledge of at least one foreign language but limited knowledge 

in the field of accounting, to perform relatively simple tasks based on set procedures 

(Zarzycka, Michalak, 2013; Janiga, 2014). For accounting factories, the employees’ 

soft skills are valued, such as communication skills, honesty, initiative, work quality, 

adaptability to change, customer orientation, teamwork, intercultural sensitivity, and 

analytical skills. Such requirements mean that it is not only candidates with economic 

education who have a chance to start a career as an accountant (Janiga, 2014). In this 

context, Łada and Konieczny (2015a) made a very interesting observation, stating that 

standardization and the repetitiveness of task performance in accounting service centers 

contributed to the creation of a negative work perception. Its manifestation is the pop-

ularization in Poland of the term “number cruncher” to describe the work of young 

accountants. 

A common motivation to start a career as an accountant in service centers is the 

opportunity to use a foreign language and work in a corporate environment with mul-

ticultural teams. An attractive salary in comparison with other sectors, a wide training 

offer, and gaining new experience are also significant factors (Łada, Konieczny, 2015). 

On the other hand, the disincentive factors for students are the general lack of willing-

ness to work in support centers, and low job flexibility (Koval et al., 2016). 

Within professional development, new accountants complete post-graduate studies, 

improve their language skills, software skills, soft skills, and knowledge of IFRS and 

US GAAP (Świetla, 2010; Zarzycka, Michalak, 2013; Janiga, 2014). International 

qualifications such as ACCA, CIMA, or CFA are increasingly popular. Employees in 

accounting centers advance to higher positions every few years, but during that time, 

they can also easily change departments, expanding their skills and competencies 

(Zarzycka, Michalak, 2013; Deszczyński, 2018). The flat structures in service centers 

give employees the possibility of horizontal promotion (including relocation abroad) 
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and involvement in projects (Cacciaguidi-Fahy et al., 2002). Accountants who feel that 

they have exhausted the promotion opportunities offered by their current center can 

easily change one center for another, acquiring new professional experience (Łada, 

Konieczny, 2015).  

 

 

3. Models of offshoring in the accounting sector 
 

The analysis of the presented publications shows that the authors treat offshoring ser-

vice centers as organizations that use the effect of scale in implementing accounting 

processes (Świetla, 2010; Sass, Fifekova, 2011; Zarzycka, Michalak, 2013; Janiga, 

2014). There are relatively few studies (e.g., Deszczyński, 2018) that draw attention to 

the differences in careers, depending on the relationships between the clients and the 

accounting centers. The main division of centers from this point of view is into Busi-

ness Process Outsourcing (BPO) and Shared Service Center (SSC) organizations. Ac-

counting centers are the outcomes of make-or-buy decisions from a strategic perspec-

tive. Firms gain a competitive advantage by making their structures more elastic and 

flexible, and in consequence, they can focus on core activities. Companies reorganize 

support activities by moving them either outside the group, choosing the BPO model, 

or within the group, choosing the SSC model (Richter, Brühl, 2017). Although BPO 

and SSC models were built on the same outsourcing concept, there are fundamental 

differences between them (see Table 1). 

 

Table 1. BPO and SSC comparison 
 

Criteria SSC BPO 

Ownership fully owned property no own property 

Cost management long-time cost reduction high operational cost  

Control total operational control  low level of control 

Flexibility less flexibility flexible pricing, ability to reduce 

the size of the operation 

Leverage factor own environment multi-user environment, best 

practice process model 

Client inside the organization  external 

Impact on employment 

at client unit 

employment reduction or sustain-

ment  

employment reduction  

Work teams mostly homogeneous linguistically 

and culturally, based on traditional 

solutions for organizing teamwork 

major linguistic and cultural 

differences, territorial dispersion, 

virtual teams 

Main advantages focus on basic activities, close co-

operation between the customer 

cheaper implementation of selected 

functions based on employment 
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Criteria SSC BPO 

and the supplier, quality control, 

data security, knowledge of client 

unit needs, and focus on their 

satisfaction 

reduction and lower labor cost in 

the BPO country, access to highly 

specialized ser-vices, technologies, 

and knowledge 

Main disadvantages low possibility of restructuring 

employment as a result of retaining 

employees 

the risk of losing control over 

strategic information, know-how, 

important decisions or quality of 

services, dependence on systems 

used by suppliers 
 

Source: Marciniak (2013), Nowicka (2015). 

 

In the SSC model, noncore activities previously located in every business unit (e.g., 

payroll, bookkeeping, payment) are now found in a new semiautonomous unit within 

the group. Those supporting activities become core ones for the new company, and it 

leads to a process and customer-oriented approach (Rothwellet et al., 2011). Both the 

BPO and SSC models cross corporate boundaries and restructure the organizational 

hierarchy. However, due to differences in basic criteria like ownership, control, or type 

of client (Table 1), SSC and BPO underline various benefits. Organizations need to find 

a compromise between the advantages and disadvantages of using the SSC or BPO 

models. In response to those dilemmas, a new hybrid model was created that combines 

in-house shared service centers with back-office outsourcing (Marciniak, 2013). A re-

port from the Polish outsourcing sector (ABSL, 2018) points out that SSC organizations 

dynamically transform into a hybrid model to become more competitive on the offshor-

ing market, adopting the best solutions from BPO. 

According to Maciejczyk (2016), there are some differences in the control mecha-

nisms and trust between BPO and SSC companies. In BPO, the base for control is an 

agreement between supplier and client. SSC is based more on trust and partnership than 

on the client–service provider relationship. The result of Maciejczyk’s (2016) research 

shows that generally, trust grows with time, but still, a higher level of trust is observed 

in SSC than BPO. Deszczyński (2018) points out that in BPO, employees work in 

small, project-oriented teams headed by Team Leaders, who also carry out operating 

tasks. In SSC, tasks are grouped together by type of activity, type of process, or the 

affiliate’s country. Accountants work in large organizational units. Employees’ deci-

sion-making and independence in SSC are very limited, mostly by repetitive and rou-

tine activities. In BPO centers with the project structure, employees have a greater im-

pact on how the work is performed. The motivation to be engaged in the work in both 

types of centers is similar. Most of them promote active employees who have a variety 

of talents. These contingencies suggest differences for the accounting profession be-

tween the working environments in BPO and SSC.  
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4. Research method and sample characteristics 
 

The conclusions from the literature review focused our empirical research on the dif-

ferences in selected aspects of accountants’ careers in both models of offshoring cen-

ters. Due to the paper’s length restrictions, the differences in two main dimensions re-

lated to the perception of the work environment in the accounting centers were ana-

lyzed: factors determining the decision to start work as an accountant in the offshoring 

center and job satisfaction determining further career choices. Because of the contro-

versy regarding the image of the accounting profession in offshoring centers, the re-

search additionally covered how employees of accounting service centers perceive their 

work. The quantitative research was designed to answer two questions: 

RQ1: Are the motivations to start a career as an accountant in BPO and SSC the 

same for both models?  

RQ2: Are job satisfaction and perception of work dependent on the type of account-

ing service center?  

The research was carried out in accounting service centers in Cracow, with data 

collected via a questionnaire using an online survey. The questionnaire was addressed 

to accountants working in the financial departments of BPO, SSC, and hybrid corpora-

tions. The survey was prepared using Google Forms. A link to the form was sent via 

social networks such as LinkedIn and Facebook. Information with the link to the survey 

was also sent to participants of post-graduate studies in the field of international ac-

counting at one university in Cracow. The responses were collected between 8th Feb-

ruary and 25th April 2018. The final sample consists of 214 usable surveys. The an-

swers were measured on a 5-point Likert scale. After collecting quantitative data vari-

ables were analyzed using non-parametric statistical tests: Kruskal-Wallis and Dunn’s 

test (Saunderset al., 2009) using the Statistica software.  

The research sample was selected using the snowball method. To verify the repre-

sentativeness of the sample, the collected data were compared with the features of the 

population. The sample has a similar structure to the entire population. The distribution 

by gender in the sample corresponds to the current situation in the industry and the 

accounting profession; the age distribution of the respondents is typical of the offshor-

ing sector; the distribution of people from individual types of centers is compatible with 

the Cracow market (cf. ABSL 2018). A relatively smaller sample size (214 people) was 

accepted because the study has a cross-sectional character. Their purpose was not to 

present the features of the entire population but to highlight the diversity of factors 

related to the specificity of the careers of accountants employed in accounting service 

centers. Of those who responded to the survey, 170 were women and 44 were men. 

Most accountants (125) worked in SSC, 60 were from BPO, and 29 worked for hybrid 

companies. Among the respondents, 56.5% were under the age of 29, 38.0% were be-

tween 29-38 years old, and 5.5% were above the age of 38. The distribution of gender, 

age, and workplace in the sample corresponds to the current situation in the offshoring 

sector in Cracow (ABSL, 2018). 
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Figure 2. Distribution of the variable:  

years of professional experience as an accountant 
 

 
 

Source: author’s own elaboration. 

 

For the sample, the median equals 4 years, the mode is 1 year, and the mean of the 

years of professional experience as an accountant is 4.94 years. The exponential distri-

bution of the years of professional experience variable was confirmed by Pearson's chi-

squared test (χ2 = 6.74, p-value = 0.46) and is strongly right-skewed (Figure 2). Only 

25% of accountants had professional experience longer than 7 years. Similarly, 25% of 

the respondents had worked as an accountant for less than 2 years.  

 

Figure 3. Years of professional experience in BPO, SSC, and hybrid 
 

 
 

Source: author’s own elaboration. 
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Accountants in SSC have more years of professional experience than accountants 

in BPO and the hybrid model. In SSC, there are employees with as many as 20 years 

of accounting experience (Figure 3). The median of the sample for SSC is 4 years, and 

the mode equals 5 years. The sample mean of the variable for SSC equals 5.49 years. 

For BPO and hybrid organizations, the median is 3 years, and the mode is 1 year. For BPO, 

the sample mean equals 4.18 years, and for hybrid, it is 4.17 years. 

 

 

5. Research findings 
 

5.1. Motivation to start a career 

 

The top three reasons why the respondents chose to start their career in the current 

accounting service center were broader career prospects (76% agree and strongly agree 

with answers), higher salary (72% agree and strongly agree) and the need for a change 

of work environment (72% agree and strongly agree). Less important reasons were the 

prestige of the company, better training offer, and friends’ recommendations (Figure 4).  

 

Figure 4. Motivation to start a career in an accounting service center 
 

 
 

Source: author’s own elaboration. 

 

Table 2 presents the factors responsible for people accepting a job offer as an ac-

countant in a service center. For every factor, the sample mean was counted, and the 
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Kruskal-Wallis test was performed. The null hypothesis assumes that there are no sta-

tistical differences in the current workplace group variable (SSC, BPO, and hybrid) for 

the factors listed in Table 2. For a p-value of less than 0.05, the null hypothesis for the 

Kruskal-Wallis test (K-W) is rejected. 

 

Table 2. Factors of motivation to start a career in accounting service centers 
 

Variable 
Sample 

mean 

Sample 

mean 

BPO 

Sample 

mean 

SSC 

Sample 

mean 

Hybrid 

Kruskal-Wallis test 

H (test statistic);  

p (p-value) 

Career development 

perspective 
3.90 4.08 3.79 4.00 H = 2.70 p = 0.26 

Higher salary 3.83 3.92 3.84 3.59 H = 0.63 p = 0.73 

The need to change the 

working environment 
3.67 3.43 3.86 3.34 H = 7.65 p = 0.02 

Additional benefits 3.57 4.03 3.44 3.14 H = 16.77 p = 0.00 

Work in a multina-

tional environment 
3.56 4.17 3.30 3.41 H = 20.26 p = 0.00 

Promotion 3.47 3.77 3.29 3.66 H = 8.54 p = 0.01 

Work-life balance 3.39 3.57 3.35 3.17 H = 2.68 p = 0.26 

More interesting work 

duties 
3.34 3.27 3.34 3.51 H = 1.34 p = 0.51 

Better location 3.17 3.30 3.04 3.07 H = 1.71 p = 0.43 

Prestige of the center 3.03 3.22 2.93 3.07 H = 2.86 p = 0.24 

Better training offer 2.94 3.27 2.77 3.00 H = 8.12 p = 0.02 

Friends’ recommen-

dation 
2.80 2.68 2.87 2.72 H = 0.87 p = 0.65 

 

Source: author’s own elaboration. 

 

The null hypothesis was rejected for the following variables: the need for a change 

of work environment, additional benefits, work in a multinational environment, pro-

motion, and better training offer. To find out which specific center is significant from 

the others, Dunn’s test was performed. Table 3 presents the results of Dunn's test. 

 

Table 3. Dunn’s test for variables where the null hypothesis  

of the Kruskal-Wallis (K-W) test was rejected 
 

Dunn’s test for the variable: the need to change the working environment: 

K-W: H = 7.65; p = 0.02 Independent (group) variable: your current workplace 

Dependent variable:  BPO SSC Hybrid 
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need to change the working envi-

ronment 

R:94.125 R:117.01 R:94.172 

BPO  0.056 1.00 

SSC 0.056  0.22 

Hybrid 1.0 0.22  

Dunn’s test for the variable: additional benefits: 

K-W: H = 16.77; p = 0.00 Independent (group) variable: your current workplace 

Dependent variable:  

additional benefits 

BPO SSC Hybrid 

R:132.80 R:100.25 R:86.40 

BPO  0.00 0.00 

SSC 0.00  0.83 

Hybrid 0.00 0.83  

Dunn’s test for the variable: work in a multinational environment 

K-W: H = 20.26; p = 0.00 Independent (group) variable: your current workplace 

Dependent variable:  

work in a multinational environ-

ment 

BPO SSC Hybrid 

R:136.63 R:94.53 R:103.14 

BPO  0.00 0.05 

SSC 0.00  1.00 

Hybrid 0.05 1.00  

Dunn’s test for the variable: promotion 

K-W: H = 8.54; p = 0.01 Independent (group) variable: your current workplace 

Dependent variable:  

Promotion 

BPO SSC Hybrid 

R:123.33 R:97.63 R:117.28 

BPO  0.02 1.00 

SSC 0.02  0.37 

Hybrid 1.00 0.37  

Dunn’s test for the variable: better training offer 

K-W: H = 8.12; p = 0.02 Independent (group) variable: your current workplace 

Dependent variable:  

better training offer 

BPO SSC Hybrid 

R:124.90 R:98.25 R:111.38 

BPO  0.02 1.00 

SSC 0.02  0.91 

Hybrid 1.00 0.91  
 

Source: author’s own elaboration. 
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The result of the statistical analysis (Table 3) for the need to change the working 

environment variable is ambiguous. The Kruskal-Wallis test rejects the null hypothesis 

(the p-value is less than 0.05), but Dunn’s test does not. Comparing these outcomes, 

we think that the need to change the working environment variable is sufficiently inde-

pendent of the current workplace. The result of Dunn’s test for the additional benefits 

variable confirms that the null hypothesis should be rejected. For accountants who work 

in BPO, additional benefits are more important than for employees in SSC and Hybrid. 

The result of Dunn’s test for the multinational environment variable confirms that the 

null hypothesis should be rejected. For accountants in BPO, working in a multinational 

environment is more important than for employees who work in SSC. Also, the result 

of Dunn’s test for the promotion variable confirms that the null hypothesis should be 

rejected. For accountants who work in BPO, promotion prospects are more important 

than for accountants in SSC. The result of Dunn’s test for the better training offer var-

iable confirms that the null hypothesis should be rejected as well. For accountants in 

BPO, a better training offer is more important than for employees working in SSC. 

 

5.2. Career preferences, perception, and satisfaction 

 

Career preferences among accountants from service centers are more oriented on 

changes (44% of all responses) than on stability (27%) (Figure 4). The overall sample 

mean equals 3.22, and the median is 3. Accountants’ preferences in SSC are less orien-

tated on changes (40% of accountants in SSC marked 4 and 5) than accountants from 

BPO (47% marked 4 and 5). Accountants working in hybrid companies are highly 

change-oriented (56% marked 4 and 5). In order to investigate the statistical difference 

for the career preferences variable in the BPO, SSC, and hybrid model groups, the 

Kruskal-Wallis test was performed. At the significance level of alpha = 5%, the follow-

ing result was obtained: there is no dependence between the place of work and career 

preferences (test statistic H = 0.83, p = 0.66). 

 

Figure 4. Career preferences 
 

 
 

Source: author’s own elaboration. 

 

The perception of work by employees of accounting service centers is positive. 

Fifty-three percent of all responders feel that they work as specialists whose job re-

quires a lot of skill and knowledge. On the other hand, 13% of all responders think that 
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they are only number crunchers who simply enter data into the system (Figure 5). The 

sample mean equals 3.54, and the median is 4.   

 

Figure 5. Job perception 
 

 
Source: author’s own elaboration. 

  

Accountants who work in hybrid organizations have job perception at the highest 

level (62% of hybrid accountants marked 4 and 5). On the other hand, in BPO, the 

highest percentage of accountants feel that their job is very simple (18% marked 1 and 

2). To investigate the statistical difference for job perception in the BPO, SSC, and 

hybrid model, the Kruskal-Wallis test was performed. At the significance level of alpha 

= 5%, the following results were obtained: there is no dependence between the place of 

work and job perception (test statistic H = 3.75, p = 0.15). 

The level of satisfaction among employees of accounting service centers is above 

average on a scale of 1-5. Fourteen percent of accountants feel low and very low levels 

of satisfaction, while 48.5% are satisfied and highly satisfied (Figure 6). The overall 

sample mean equals 3.38, and the median is 3. 

 

Figure 6. Job satisfaction 
 

 
 

Source: author’s own elaboration. 

 

Work in the hybrid model brings the highest level of satisfaction. High and very 

high satisfaction scores were marked by 52% of hybrid company accountants, 49.5% 

of SSC accountants, and 44% of BPO employees. To investigate the statistical differ-

ence for the job satisfaction variable in the BPO, SSC, and the hybrid model groups, 

the Kruskal-Wallis test was performed. At the significance level of alpha = 5%, the 

following result was obtained: there is no dependence between the place of work and 

job perception (test statistic H = 0.69, p = 0.71).  
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6. Discussion of the results 
 

The results show that the majority of accountants working in offshore service centers 

in Cracow have relatively little professional experience. The average experience of re-

spondents is about 5 years, the median equals 4 years, and the mode is 1 year. The 

distribution of the years of professional experience variable is exponential – it is 

strongly right-skewed. The accounting centers often employ people with little work 

experience who have some background from previous workplaces, but who do not have 

very high financial expectations (Klincewicz, 2005). The research confirms that, like 

the observation of the whole offshoring industry (ABSL, 2018), the accountants of off-

shoring centers are usually young people, often with little professional experience in 

the accounting field.  

These characteristics undoubtedly affect the criteria for making employment deci-

sions. The research proves that accountants decide to work in offshoring services cen-

ters mainly due to better career development perspectives. Another important factor for 

accountants entering offshoring centers is the relatively high remuneration and the need 

to change the work environment. Factors of less importance are additional benefits, 

working in a multinational environment, promotion, work-life balance, more interest-

ing work duties, location, the prestige of the center, a better training offer, and friends’ 

recommendations. The results regarding motivation to start work in an accounting ser-

vice center are close to those presented in industry reports of the entire sector in Poland 

(ANTAL, 2016). 

The research questions allowed us to identify differences in the motivation to work 

in accounting service centers depending on the offshoring model. Concerning the first 

research question posed in this article: RQ1: Are the motivations to start the career as 

an accountant in BPO and SSC the same for both models? – the answer is negative. 

The results of the analysis confirm that the type of service center is important for criteria 

such as additional benefits, working in a multinational environment, promotion, and 

better training offer; they are more significant for accountants working in BPO than for 

accountants working in SSC. BPO centers provide a greater diversity of contacts with 

the international environment than SSC, through working for many clients from around 

the world, often on different accounting programs and in various projects. This indi-

rectly confirms the conclusions presented by Deszczyński (2018) about greater deci-

sion-making freedom and possibilities of employee development in BPO centers than 

in SSC type centers.  

Regarding the second research question posed in this article: RQ2: Are job satisfac-

tion and work perception dependent on the type of accounting service center? – the 

answer is also negative. The statistical analysis confirms that the level of job satisfac-

tion and job perception are independent of the current workplace. Our results corre-

spond to the literature research that job satisfaction is not correlated with company fac-

tors such as ownership, size, or activity, or with job characteristics (Aljinović Barač, 

Tadić, 2011; Chatzoglou et al., 2011). Processes transferred to service centers are relatively 
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simple and are based on procedures with a high level of standardization and automati-

zation. Our research shows that accountants find their job quite difficult, requiring 

many skills (the average level of job perception is 3.54 on a 5-point Likert scale), but 

the average level of job satisfaction in service centers is lower (3.38) than the average 

for the whole accounting profession in Poland (4.06) (Hońko, 2018). 

Our research shows that some factors depend on the type of accounting center; others 

do not have this dependency. BPO and SSC models were built on the same outsourcing 

concept, but there are differences between them, such as level of control, the type of 

client, flexibility in employment reduction, and more homogeneous or culturally dif-

ferent work teams (Table 1), which has an impact on the working environment and, as 

a result, on career development. Therefore, in some studies, differences between types 

of accounting service centers should be taken into consideration because they have an 

impact on the results. 

 

 

Conclusions 
 

The presented research results are part of a wide range of scientific exploration regard-

ing the consideration, career development, and job satisfaction of accounting profes-

sionals. In particular, they enabled us to verify and extend existing knowledge in four 

key aspects. 

Firstly, our research confirmed that job satisfaction is not only a multidimensional 

construct but also a dynamic one (Herbohn, 2004). Changes occurring in the develop-

ment of accounting processes, especially outsourcing them to specialized entities, are 

important determinants of contemporary accountants’ job satisfaction. The results in-

dicate that the overall level of job satisfaction is lower than the average of the whole 

accounting profession in Poland (Hońko, 2018), but it does not depend on the type of 

service center (BPO/SSH). This confirms previous findings about the independence of 

this variable from the basic characteristics of the organization (Herbohn, 2005; Alji-

nović et al., 2011). However, empirical studies show that the offshoring model adopted 

by the center has an impact on accountants’ expectations and criteria for assessing the 

working environment when employees make decisions about choosing the career path. 

This leads to the paradoxical conclusion that the characteristics of the employer do not 

affect the overall level of job satisfaction, but at the same time, they do affect the factors 

that determine it. This apparent contradiction can be explained by the effect of a good 

mutual fit between the work environment and accountants’ expectations resulting from 

the career decisions made (Kabalski, Przygodzka, 2017). 

Secondly, research has shown the significant impact of offshoring on how account-

ing processes are implemented and, consequently, on the work environment of contem-

porary accountants (Cacciaguidi-Fahy et al., 2002; Łada, Ziarkowski, 2018). As iden-

tified in the research, professionals are oriented more on changes than stability, while 

the possibility of changing the work environment is a significant factor when making 
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career decisions. These factors indicate the ongoing dynamics of the accounting ser-

vices sector. Variables that are more important for BPO accountants, like quick promo-

tion, better training offer, or working in an international environment, indirectly con-

firm that the customer-oriented direction is an indicator of the flexibility and efficiency 

of entities that offer specialized accounting services, which was shown in previous 

studies (Rothwellet al., 2011). The significance of this factor for accountants changing 

their work environment is also confirmed by the hybrid model of service provision, 

which observed in the research.  

Thirdly, the results of the research show the need to consider the type of center 

(BPO, SSH, and hybrid) in further studies on career choice in accounting service cen-

ters. The proven career diversity extends the current state of knowledge about the fac-

tors that determine the careers of accountants in offshoring centers. Additionally, the 

conclusions allow us to relate these differences both to accountants who prefer a par-

ticular work environment as well as employers who are striving to achieve business 

goals in the selected offshoring model. The identified differences in the BPO and SSH 

models (Marciniak, 2013; Nowicka, 2015; Deszczyński, 2018) lead to different envi-

ronments for the accounting processes, and this, in turn, determines the identified dif-

ferences in the decisions related to the careers of accountants. In this way, it was proved 

that the organization of accounting processes affects recruitment, work satisfaction, and 

work perception among accounting professionals. 

The research results may also have practical implications. Fourthly, we noted dif-

ferent profiles of candidates for work in BPO and SSC accounting service centers. BPO 

candidates are less experienced, but they are more willing to undertake various types 

of training, and hence, are more interested in climbing the career ladder. Additionally, 

they are open to working in a multinational environment, and additional benefits of-

fered by an employer are also important. SSC candidates have more experience in the 

accounting profession, thereby, a more established professional position, which is why 

the promotion and training offer is less important. SSC candidates change jobs due to 

better career development prospects and a higher salary, preferring a more homogene-

ous work environment. 

The considerations in the article draw attention to the range of factors that influence 

the career of an accountant, depending on the type of offshoring center. However, our 

study is not free from limitations, which are linked to the area of research and the size 

of the sample. The presented work does not exhaust the broad possibilities of research 

on other correlations or the selection of research samples other than the employees of 

accounting service centers located in Cracow. Although our study is cross-sectional, 

the offshoring sector is rapidly changing, and trends such as automatization can change 

the job perception of accountants working in BPO/SSC centers.  

The conclusions from the research can be an inspiration for further scientific inves-

tigations. Particularly interesting areas of study are research on diversification based on 

the type of employer within the offshoring sector, career management in accounting 
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service centers from the perspective of managers and HR departments, and more de-

tailed research on the personality of the accountants according to the specific work en-

vironment in accounting service centers. 
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