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ABSTRACT 

 

Pay transparency has emerged as an important topic in organizational management, particularly in 

the dynamic IT sector. This quantitative study aimed to investigate employees' perceptions of pay 

transparency within IT organizations in Trivandrum, India. A survey was conducted with 71 IT 

sector employees to examine their awareness, understanding, satisfaction and overall perception 

of pay transparency practices in their organizations. Additionally, the perceived benefits and 

potential consequences associated with pay transparency were assessed. 

 

Results showed that employees generally had a positive perception towards pay transparency and 

supported adopting formal pay transparency policies. Perceived benefits included enhanced trust, 

fairness, motivation, recruitment, retention and collaboration. However, concerns were raised 

about privacy violation, unhealthy competition and conflicts. Perception differed across age 

groups, job levels and salary ranges. 

 

The findings provide valuable insights for IT organizations aiming to implement fair, transparent 

and effective compensation practices. Tailored strategies based on employees’ specific needs and 

apprehensions are required. Further research with larger, diverse samples can build on these 

findings to advance theoretical and practical understanding of pay transparency across the IT 

sector.  
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INTRODUCTION 
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INTRODUCTION 

 

In today's rapidly evolving business landscape, the dynamics of employee-employer 

relationships, workplace equity, and organizational performance have garnered significant 

attention. Pay transparency, a cornerstone of modern workplace dynamics, has gained 

prominence due to its potential to reshape traditional compensation practices. Research on pay 

transparency delves into multifaceted dimensions, each offering insights into its impact on 

employee perceptions and determining the potential benefits and consequences of pay 

transparency 

Pay transparency has emerged as a significant topic within the field of organizational 

management and human resource practices. In particular, the Information Technology (IT) 

sector, renowned for its dynamic nature and skilled workforce, has witnessed an increased focus 

on understanding how employees perceive pay transparency within their organizations. This 

study aims to delve into the perceptions of employees in the IT sector regarding pay 

transparency, identifying both potential benefits and consequences associated with this practice. 

Pay transparency refers to the practice of openly sharing information about employee 

compensation, including salary ranges, pay scales, and the factors considered in determining 

individual salaries. Traditionally, organizations have treated pay information as confidential, 

closely guarding it from employees. However, the rise of employee empowerment, demands 

for fairness and equity, and the influence of social media promoting transparency have led to a 

shift towards embracing more open pay practices. 

To comprehensively explore employees' perceptions of pay transparency in the IT sector, this 

study has set three specific objectives. Firstly, it aims to investigate employees' overall 

perception towards the disclosure of pay information within their organization. This involved 

examining the extent to which employees were aware of pay transparency initiatives, their 

understanding of the disclosed information, and their satisfaction with the transparency level. 

Additionally, the study seeks to identify the perceived benefits of pay transparency, as viewed 

by IT sector employees. Understanding the positive outcomes associated with pay transparency 

can provide valuable insights for organizations aiming to enhance employee engagement and 

satisfaction. 
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Conversely, the study also aims to identify the potential consequences perceived by IT sector 

employees regarding pay transparency. This involves exploring any concerns or drawbacks that 

employees associate with pay transparency, such as creating conflicts, violating employee’s 

privacy, or the potential for increased internal competition. Understanding these perceived 

consequences is crucial for organizations to mitigate any unintended negative effects and 

develop strategies that ensure the successful implementation of pay transparency initiatives. 

To achieve those objectives, a quantitative research approach was employed. A survey 

questionnaire was distributed among a diverse sample of IT sector employees in Trivandrum, 

capturing data on their perceptions, attitudes, and satisfaction with pay transparency practices. 

The questionnaire included items designed to measure awareness, understanding, satisfaction, 

perceived benefits, and perceived consequences related to pay transparency. By collecting 

quantitative data, the study aimed to provide a comprehensive and statistically reliable 

assessment of employees' perception of pay transparency within the IT sector. 

This study's findings are expected to contribute to both the theoretical understanding and 

practical implications of pay transparency in the IT sector. By understanding employees' 

perceptions and expectations regarding pay transparency, organizations can make informed 

decisions and implement effective policies and practices that promote transparency and fairness 

in compensation. Furthermore, the study contributes to the existing literature on pay 

transparency, specifically focusing on the IT sector, and provides insights that can guide future 

research and theory development in this field. 

In conclusion, pay transparency has become a critical aspect of organizational practices, with 

the IT sector being no exception. This study aims to explore the perceptions of employees in 

the IT sector regarding pay transparency, investigating the benefits and consequences associated 

with this practice. By gaining a comprehensive understanding of employee perspectives, 

organizations can effectively implement pay transparency strategies that support employee 

satisfaction, engagement, and organizational success in the dynamic and competitive IT sector. 

The research contributes to both academic knowledge and practical insights that can guide 

organizations in harnessing the potential of transparent compensation practices 
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STATEMENT OF THE PROBLEM 

 

Pay transparency, the practice of openly sharing compensation information within 

organizations, has garnered significant attention in recent years due to its potential impact on 

employee satisfaction, fairness, and organizational culture. While the concept of pay 

transparency holds promise, there exists a gap in understanding how employees perceive this 

practice and the implications it may have on various aspects of the workplace. This research 

aims to bridge this gap by exploring employees' attitudes towards the disclosure of pay 

information and identifying the perceived benefits and drawbacks of pay transparency. 

The primary problem addressed in this research is the lack of comprehensive insight into how 

employees perceive pay transparency within their organization. Despite the growing interest in 

fostering transparency across organizational practices, there remains limited understanding of how 

employees react to the idea of openly sharing information about compensation. This research seeks 

to address this gap by examining employees' attitudes towards pay transparency and investigating 

the potential advantages and disadvantages associated with its implementation. 

 

 

SIGNIFICANCE OF THE STUDY 

 

This study holds great importance for both organizations in the IT sector and their employees. 

By examining employee perceptions of pay transparency, it provides valuable insights into the 

potential benefits and challenges of implementing transparent compensation practices. 

Understanding how employees in the IT sector view pay transparency can help organizations 

make informed decisions, creating fair and equitable compensation structures that boost 

employee satisfaction and motivation. 

Moreover, the research can uncover any concerns that IT sector employees may have regarding 

pay transparency, allowing organizations to proactively address these issues and foster a 

positive work environment based on trust and collaboration. By promoting openness and 

fairness in compensation, it will create a positive environment in the organisation and it led to 
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increased competitive advantage. Ultimately, the findings of this study help in deciding whether 

implementing transparency is feasible or not. 

 

OBJECTIVES 

 

GENERAL OBJECTIVE 

• To study the employees’ perception towards pay transparency in IT sector in 

Trivandrum district. 

 

SPECIFIC OBJECTIVE 

• To explore employees’ perception towards the disclosure of pay information 

within the organization 

• To identify the potential benefits perceived by the employee regarding pay 

transparency in the work place 

• To identify the potential consequences perceived by the employee regarding 

pay transparency in the work place.  
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INTRODUCTION 

 

A literature review is a thorough summary of earlier studies on a subject. The literature review 

examines scholarly books, journals, and other sources that are pertinent to a particular field of 

study. This prior research should be listed, described, summed up, impartially evaluated, and 

clarified in the review. It needs to provide a theoretical framework for the study and assist the 

researcher in defining its scope. By acknowledging the contributions of earlier researchers, the 

literature review reassures the reader that the work has been thoughtfully conceived. When a 

previous study in the subject is mentioned, it is assumed that the researcher has read, assessed, 

and incorporated that study into the current work. 

 

Compensation and Job Satisfaction 

   

Roussel (1999) investigates the relationships between compensation package, work motivation 

and job satisfaction The study analysed exempt and non-exempt employee groups separately, 

using a model to understand the relationships between compensation, motivation, and 

satisfaction. The findings indicated that individualized compensation could motivate exempt 

employees under specific circumstances, while flexible pay for non-exempt employees didn't 

boost motivation or satisfaction. Benefits for both groups had minimal impact on motivation 

and satisfaction. The study's insights offer valuable understanding of the intricate connections 

between compensation, motivation, and job satisfaction. 

 

Renwarin (2017) studies analysis on the influence of compensation and leadership on job 

satisfaction and its effect on job performance. This study aims to investigate the impact of 

compensation and leadership on job satisfaction and subsequent job performance. The research 

specifically focuses on a group of 84 managers located in the Nusantara Bonded Area in Jakarta, 

with a particular emphasis on those occupying middle positions that serve as a bridge between 

employees and employers. Data collection for this study incorporates a variety of methods, 

including questionnaires, interviews, observations, and document analysis. The collected data 

is then subjected to path analysis using the SPSS software. The results of the study reveal that 
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both compensation and job satisfaction significantly influence job performance. However, it is 

noteworthy that leadership does not demonstrate a significant influence on job performance, as 

indicated by the study's findings. These findings provide valuable insights into the intricate 

interplay between compensation, job satisfaction, and job performance within the specific 

context of the Nusantara Bonded Area in Jakarta. 

 

A Saman (2018) investigates, effect of compensation on employee satisfaction and employee 

performance. The main objective of this study is to examine how compensation impacts both 

job satisfaction and employee performance in the context of the Mining Company. Data for this 

research was collected through interviews, observations, and an extensive review of relevant 

literature. The study involved a sample of 51 employees, and data analysis was conducted using 

the Partial Least Square (PLS) method. The findings of the study highlight the significant role 

of compensation in shaping job satisfaction among employees. Moreover, the results also 

indicate that compensation has a substantial influence on employee performance. These 

findings underscore the importance of implementing fair and appropriate compensation 

practices within the Mining Company, as they are essential factors in enhancing both job 

satisfaction and overall employee performance. 

 

Pay Equity Trends 

 

L Leete (2000) investigates on wage equity and employee motivation in non-profit and for-

profit organizations. The primary aim is to shed light on how wage disparities impact employee 

motivation, especially in non-profit organizations where intrinsic motivation is crucial. The 

author proposes that exploring this context can offer unique insights into existing hypotheses 

from psychology and employee motivation literature. The author suggests that if these 

hypotheses hold true, wage inequality should be less prominent in non-profits compared to for-

profit entities. The findings strongly support a connection between wage fairness and the type 

of employment sector, implying that fair wages are associated with heightened employee 

motivation 
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Whitehouse (2001) investigates recent trends in pay equity. The study shows that, the gender 

pay gap in Australia remained relatively stable during the 1990s, highlighting the difficulties in 

tackling wage disparities once obvious forms of discrimination have been eradicated and the 

limited effectiveness of policy interventions. However, this also challenges the predictions that 

decentralization would exacerbate the earnings gap. To shed light on this matter, this study 

analyses data from the Australian Bureau of Statistics and uncovers various underlying trends 

that exist beneath the seemingly unchanging overall statistics, particularly considering the 

growing wage disparity. These findings indicate that achieving equal pay is far from certain and 

emphasize that addressing gender pay inequality within the current labour market necessitates 

a comprehensive approach to wage inequality, rather than treating them as separate issues. 

 

Perception on Pay Transparency 

 

N Collins (2021) studied on employee perceptions of pay equity and compensation factors: a 

study of Vietnamese state-owned enterprises. The study focuses on Vietnam's economic reforms 

involving the restructuring of state-owned enterprises (SOEs) since the late 1980s. This has led 

to changes in how compensation is determined within these entities. The perception of pay 

equity among SOE employees has shifted from collective harmony to individualism and 

performance-based pay. Using a quantitative approach and drawing from Compensation Theory 

and Equity Theory, the study explores the link between compensation and employees' 

perceptions of pay equity. The findings reveal positive connections between key compensation 

components (minimum wage, salary, benefits, and relational returns) and perceived pay equity. 

This research contributes to understanding an evolving Asian economy transitioning from 

collectivism to individualism. It also offers practical insights for designing compensation 

policies that improve perceptions of pay equity among employees, potentially enhancing 

workforce efficiency and effectiveness. 

 

Compensation Fairness and Engagement 

 

BK Petersen (2014) investigates justice and culture in the perception of compensation fairness. 

The article highlights the limited attention given to compensation in fields like human resource 
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management and industrial-organizational psychology. Unlike existing research mostly 

influenced by economic and financial viewpoints, this article offers a novel approach. It 

examines the connection between culture and compensation practices through the lens of 

organizational justice theory, focusing on distributive, procedural, and interactional justice. By 

exploring these justice dimensions, the article emphasizes how perceptions of fairness play a 

pivotal role in shaping appropriate compensation practices in different cultural contexts. This 

is particularly relevant due to the diverse and varied nature of cultures in today's workforce. 

The article makes a significant contribution by explicitly studying how justice perceptions 

mediate the relationship between culture and compensation practices, an aspect often 

overlooked in previous research. Additionally, it investigates how employee participation in 

compensation decisions, influenced by cultural factors, affects perceptions of fairness. By 

addressing these aspects, the article offers valuable insights into the complex interplay among 

culture, perceptions of justice, and compensation practices. 

 

 Adietal (2021), investigates engaging employees through compensation fairness, job 

involvement, organizational commitment. This study examines how Employee Spirituality 

moderates the connections between Compensation fairness and Employee Engagement, Job 

involvement and Employee Engagement, and organizational commitment and employee 

engagement. Data was collected through surveys, with response rates of 75 percent and 93.3 

percent in different time periods, resulting in a total of 279 participants. Data validity and 

reliability were assessed using various statistical tests. The study employed Moderator 

Regression Analysis to identify different types of moderation. The results show that Employee 

Spirituality fully moderates the relationships between Compensation fairness and Employee 

Engagement, as well as between Organizational Commitment and Employee Engagement. 

Additionally, Employee Spirituality partially moderates the link between Job Involvement and 

Employee Engagement. The study suggests applying this model in specific contexts and 

considering other variables beyond the ones examined in the research. 

 

Gender Pay Equity 
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G Whitehouse (2003) studies on gender and pay equity: future research directions. The study 

shows that, despite longstanding efforts to address pay inequity, it continues to persist alongside 

other forms of disadvantage faced by women in the workforce. While equal pay initiatives in 

Australia resulted in significant improvements for women in the early 1970s, progress in recent 

years has been limited, reflecting a broader trend seen in advanced industrialized nations. This 

stagnation in pay equity advancement may suggest that research and strategies in this area have 

reached a standstill. This paper highlights the existing challenges in studying pay inequity and 

argues that future research must adopt enhanced methods to clarify the meaning of the "gender 

pay gap" and undertake multidisciplinary investigations into the internal and external factors 

within the labour market that perpetuate and reinforce pay inequality. By addressing these 

complexities, future strategies can be better informed and more effective in tackling the 

persistent issue of pay inequity. 

 

B Larsen (2023) investigates gender wage transparency and the gender pay gap. In this study 

they explored the impact of enhanced transparency in gender-segregated wages on the pay gap 

between men and women in similar roles. A growing body of research employs various 

iterations of the difference-in-difference estimation method to evaluate the effects of these 

reforms on the gender pay gap. From these studies, we derive four key findings. Firstly, analyses 

focused on reform-approaches consistently demonstrate that pay transparency reforms 

consistently lead to a reduction in the GPG across all countries, except for one study that reports 

no discernible effect. Secondly, in Canada, Denmark, and the UK, the decrease in the GPG 

resulting from transparency reforms primarily arises from a slowdown in the growth rate of 

male income, rather than solely from an increase in women's wages. Thirdly, there is limited 

and fragmented evidence regarding the influence of transparency reforms on other labour 

outcomes and firm productivity. Lastly, the financial costs associated with implementing 

transparency reforms are generally minimal for both individual firms and public administration. 

Taken together, these findings strongly support the notion that gender wage transparency 

reforms effectively serve as a policy tool to address and alleviate the gender pay gap. 

 

Pay Transparency and Employees’ Perspective 
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Grodzicki (2018) investigates on, pay transparency from a young employee’s perspective in 

Poland. The study shows that, Conversations surrounding the social aspects of sustainable 

development are increasingly shifting towards the topic of transparency in payroll policies. 

Employees often display reluctance when it comes to sharing details about their compensation. 

This hesitation stems from concerns about privacy and a general aversion to disclosing personal 

financial information to others. In numerous developed economies, including Poland, 

discussions surrounding pay remain a sensitive and taboo subject. However, there is a rising 

demand for greater openness and transparency in regards to pay, particularly among younger 

employees. Research conducted among employed students in Poland has revealed that 

expectations regarding organizational policies on pay transparency are highly regarded and 

occupy a prominent position in their hierarchy of needs. As the significance of transparency 

continues to gain recognition, organizations are encouraged to address these concerns and meet 

the expectations of their workforce, thereby fostering a more sustainable and equitable work 

environment. 

 

D Scott (2018) studies on, pay communications and fairness: an employee perspective. This 

study shows that, Various tools, such as job evaluation, pay surveys, and merit pay guide charts, 

are commonly utilized to establish perceptions of fairness in pay practices. However, the 

effectiveness of equitable compensation programs can be compromised in the absence of 

effective communication about pay. With the evolution of pay-related information accessibility 

through platforms like salary.com, O'net, and Monster.com, alongside the widespread use of 

social media where personal information is frequently shared, employees' perspectives on pay 

transparency have undergone a shift. This study aims to investigate the connections among pay 

communications, pay transparency, pay understanding, and employees' perceptions of pay 

fairness. The data, collected from a diverse group of 300 full-time employees in various 

organizations, reveals that pay understanding plays a mediating role between pay 

communications and pay fairness. Moreover, when considering factors such as gender, 

education level, age, and income of the respondents in the mediation analysis, the inclusion of 

pay communications eliminates the influence attributed to pay transparency. These findings 

underscore the vital significance of effective pay communications and pay understanding in 
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shaping employees' perceptions of pay fairness. They also shed light on the diminishing impact 

of pay transparency when mediated by comprehensive pay communications. 

 

C Antoni (2020) studies on, global pay transparency. The study shows that, the variations in 

culture, employment laws, and traditions across countries suggest that employees may have 

different perceptions of pay transparency and individual preferences regarding transparency 

within their respective organizations. This study focuses on examining these differences from 

the perspective of employees in Central America, North America, and Europe. The research 

investigates the discrepancies in pay communications, pay transparency, and pay transparency 

preferences among participants from the analysed countries. The results confirm that indeed 

there are variations in these aspects among the surveyed individuals from different countries. 

Interestingly, the anticipated associations between Hofstede's cultural dimensions, such as 

uncertainty avoidance, individualism, and power distance, with preferences for pay 

transparency were not found. Notably, although employee perceptions of employer pay 

communications did not align with preferences for pay transparency, a link was identified 

between pay transparency preferences and the perceived level of pay transparency itself. These 

findings shed light on the intricate nature of pay transparency and preferences across diverse 

cultural contexts, underscoring the need for further exploration in this field 

 

Importance of Pay Transparency 

 

Zacur, (2017) studies on, the new age of pay transparency. This study explores the impact of 

increased pay transparency, initiated by Executive Order 13665, which applies to U.S. 

government contract-holding employers and promotes open discussion of compensation details. 

About 20% of the workforce (approximately 28 million workers) now experience heightened 

pay transparency. This development has led to increased attention on wage disparities based on 

gender, race, and ethnicity. The article aims to assist employers in navigating this era of 

increased compensation scrutiny by providing an overview of pay gaps in the U.S., emphasizing 

pay transparency's role in reducing disparities, and discussing legal, regulatory, and 

management aspects. 
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Heisler (2021) investigates on increasing pay transparency. Addressing the gender pay gap in 

the U.S., this study underscores the need for enhanced salary transparency within businesses. A 

proposed framework categorizes pay transparency into various types and levels, aiming to guide 

organizations in improving transparency practices. The article highlights the historical context 

of pay transparency, its importance in narrowing the gender pay gap, and acknowledges 

potential risks associated with transparency. It emphasizes the value of this approach in 

fostering progress. 

 

Martin (2023) investigates on, relevance and importance of pay transparency. This study 

highlights the growing importance of pay transparency within human resources and 

compensation. It notes the increasing demand, particularly among younger employees, for 

fairness and clarity in compensation structures. Governments are responding by implementing 

legislation to promote transparency. The article outlines the benefits of pay transparency, such 

as reducing disparities and enhancing trust, while acknowledging potential drawbacks. It offers 

strategic recommendations for organizational leaders to effectively manage this evolving 

landscape. 

 

Bamberger (2021) investigates on pay transparency’s implications for employees, employers, 

and society as a whole. This study delves into the implications of pay transparency for 

employees, employers, and society. It defines pay transparency as the sharing of pay-related 

information among employees, identifying three dimensions: pay-outcome transparency, pay-

process transparency, and pay-communication transparency. Research suggests that pay-

outcome transparency can have both positive and negative effects, while pay-process 

transparency generally yields positive outcomes. Pay-communication transparency positively 

affects fairness perceptions and trust. Understanding these dimensions helps organizations 

navigate pay communication practices and anticipate outcomes. 

 

Pay Information Disclosure 

 

Nyberg (2022) investigates on, pay information disclosure among employees. The study shows 

that, the dissemination and characteristics of pay information within organizations and among 
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employees have significant effects on employee attitudes, behaviours, and organizational 

performance. Despite an extensive body of research on pay information, covering various 

aspects like pay transparency, pay secrecy, and pay communications, there has been a lack of 

consistency in definitions and approaches, impeding knowledge advancement in this field. This 

article proposes a new comprehensive definition called "pay information disclosure" (PID) that 

aligns with the theory of information asymmetry and is based on the reviewed literature. PID is 

defined as the communication of relevant pay information among individuals and groups within 

an organization. By examining PID within the framework of information asymmetry, which 

investigates the causes and consequences of unequal access to information, we can integrate 

research that examines the motives and outcomes of PID for individuals, organizations, and 

society at large. Drawing on their thorough review, they present a research agenda that identifies 

crucial research questions and methodologies to foster further investigations, facilitating a 

deeper comprehension of the role of pay information in the workplace and society as a whole. 

 

RESEARCH GAP 

 

Pay transparency has emerged as a significant topic within the field of organizational management 

and human resource practices. Investigating the viewpoints of individuals working in the IT sector 

regarding pay transparency offers a significant opportunity to gain valuable insights into their 

beliefs and outlooks. Although existing scholarly works delve into the employees’ perspective 

about pay transparency and the importance of pay transparency, there exists a scarcity of research 

on how IT professionals perceive this concept. This study has the potential to understand the 

perceptions and attitudes of IT employees towards pay transparency, organizations can gain 

insights into its potential benefits and challenges, ultimately informing the development of more 

equitable and transparent compensation practices within the industry.  
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3.1 Title of study 

Pay transparency: a study on employees’ perception in IT sector 

 

3.2 Research Approach 

The study follows a quantitative research methodology. A quantitative research approach involves 

systematically collecting and analysing numerical data to answer research questions or test 

hypotheses. In the context of the study on IT sector employees' perception about pay transparency, 

a quantitative approach would entail designing questionnaire to gather structured responses from 

a representative sample of IT professionals. The collected data would be subjected to statistical 

analysis, which could include descriptive statistics to summarize and present the data's key 

characteristics, as well as inferential statistics to draw conclusions about relationships between 

variables. By quantifying participants' opinions and perceptions on pay transparency, this approach 

aims to provide statistically supported insights that contribute to a more comprehensive 

understanding of their perception. 

 

3.3 Research Design 

The study follows a cross sectional research design.  

 

3.4 Pilot study 

A pilot study was conducted to evaluate the feasibility of the study with the intended participants. 

14 respondents were chosen in a random manner, and relevant data was gathered. Following the 

analysis of this data, adjustments and refinements were implemented to enhance the 

questionnaire's accuracy and effectiveness. 

 

3.5 Universe and Unit of Study  
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3.4.1 Universe of study 

The universe of the study refers to the inclusion criteria characteristics in which the researcher 

conducted their study. In this study the universe is IT employees in Trivandrum district 

3.4.2 Unit of study 

IT sector employee in Trivandrum district  

 

3.6 Sample Design 

Purposive sampling was used to collect data from the respondents. This is a non-probability 

sampling method that was chosen based on the objectives and the characteristics of the population 

of the study. Purposive sampling is used when want to reach a specific subset of people. 

 

3.7 Sample Size 

For this study the researcher was able to collect data from 71 employees working at IT sector in 

Trivandrum district.  

 

3.8 Research Data 

3.8.1 Primary data 

The data was collected using self-administered questionnaire designed by the researcher. 

3.9 Tool for Data Collection 

The questionnaire consists of 30 questions. The questionnaire was prepared to collect data 

regarding the perception of IT employees, and to determine the potential benefits and 

consequences on the concept. The questions were divided into demographic profile, perception 

and benefits and consequences. 
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3.10 DATA COLLECTION  

The researcher used the questionnaire and administered in the form of Google Forms to collect the 

primary data from the respondents.  

 

3.11 TOOLS FOR DATA ANALYSIS 

The researcher used the Statistical Package for Social Sciences (SPSS), a software package for 

statistical analysis for doing the data analysis and excel. Several statistical techniques were 

employed to examine the data and draw meaningful insights. These techniques included 

descriptive statistics, independent sample t-test, ANOVA (Analysis of Variance) and correlation. 

 

3.11 CHAPTERIZATION  

The proposed dissertation will be presented in five chapters 

Chapter 1- Introduction 

Chapter 2 - Literature Review  

Chapter 3- Methodology  

Chapter 4- Data Analysis and interpretation  

Chapter 5- Findings, Suggestions, Conclusions 

 

3.12 LIMITATIONS OF THE STUDY 

The study is subjected to the following limitations  

• As the data was collected using google forms, the researcher could not be directly 

involved in the data collection. 

• Responses may be skewed since there is a chance that respondents will fill out 

the responses quickly without going through the questions due to their tight work 

schedule. 
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CHAPTER – 4 

DATA ANALYSIS 
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4.1 INTRODUCTION  

The statistical package for social sciences SPSS.22 and Microsoft Excel were used to analyse data 

for this research. The information used for analysis were gathered from IT employees in 

Trivandrum city. Data were collected using google form. The questionnaire was created with the 

intention to study the employees’ perception about the concept of pay transparency. 

 

4.2 ANALYSIS OF DEMOGRAPHIC PROFILE 

Demographic data represents the information of a specified group based on particular identified 

factors. For this research, the demographic factors considered are age, gender, job level, year of 

experience and salary. 

 

4.2.1 Gender 

 

Fig 4.1 Gender of respondents 

Source: Primary data 

 

male
55%

female
45%

GENDER

male female
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From this chart, we can observe that, out of 71 participants, 54.9% of the sample were of male 

gender and 45.1% participants are female out of 100 participants who attended the questionnaire. 

 

4.2.2 Job Level of Respondents 

 

Fig 4.2 Job level of respondents 

Source: Primary data 

 

The chart shows that, the majority of respondents are entry level with 50.6% of the participants. 

The mid-level and senior level employees share the response percentage of 36.6% and 12.7% 

respectively. 

  

entry level
51%

mid level
36%

senior level
13%

JOB LEVEL

entry level mid level senior level
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4.2.2 Age of respondents 

 

 

Fig 4.3 Age of respondents 

Source: Primary data 

 

Considering the age wise participation in the sample, among the total 71 respondents, majority of 

the participants, i.e.; 73.2% of the participants are from age category represents 18 to 25. The age 

groups of 26 to 35 represent 19.2% of the respondents. The rest of the 7% belongs to the age group 

more than 36 years.  

18-25
73%

26-35
20%

36 and above
7%

AGE GROUP

18-25 26-35 36 and above
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4.2.6 Years of Experience 

 

Fig 4.4 Years of experience 

Source: Primary data 

 

The chart provides information on year of experience among a group of individuals. Out of the 

total sample size of 71 individuals, 62% have a salary less than3 years of experience, while 30% 

fall within the range of 4 to 6 years. The respondents who have experience within the range of 7 

to 10 years and individuals having more than 10 years of experience are of 4% each 

  

0-3 years
62%

4-6 years
30%

7-10 years
4%

Above 10 years
4%

FREQUENCY

0-3 years 4-6 years 7-10 years Above 10 years
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 4.2.5 Salary of respondents 

 

Fig 4.5 Salary of respondents 

Source: Primary data 

 

The chart provides information on salary distribution among a group of individuals. Out of the 

total sample size of 71 individuals, 47.9% have a salary less than 20,000, while 40.8% fall within 

the salary range of 20,000 to 30,000. A smaller percentage, 4.2%, have a salary between 30,000 

and 35,000. On the other hand, 7.0% of the individuals in the sample earn a salary of 35,000 or 

higher. 
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4.2.7 Familiarity on The Concept of Pay Transparency 

 

 

Fig 4.6 Familiarity on pay transparency 

Source: Primary data 

The above figure shows that out of 71 participants, the majority i.e., only 9.9% are very familiar 

about the concept of pay transparency. 47.9% are somewhat familiar and the rest of them are not 

at all familiar (42.2%). 
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4.3 PERCEPTION OF EMPLOYEES ON PAY TRANSPARENCY 

Table 4.1 Mean of employees’ perception on pay transparency 

 

Perception Mean 
Std. 

Deviation 

Pay scale knowledge 3.634 .4852 

Fair pay 3.577 .4975 

Open salary discussions among 

team 
3.282 .6586 

Open salary discussions with all 

employees 
3.239 .8012 

Open performance and salary 

review 
3.352 .6347 

Pay disclosure enhances comfort 3.366 .6812 

Transparent pay boosts work 

motivation. 
3.239 .7064 

Pay disclosure fosters positive 

environment. 
3.423 .6472 

 

Critical importance of pay 

transparency. 

3.282 .6366 

Pay transparency policy adoption 3.310 .7482 

                           Overall Perception Mean                            3.312 

Source: Primary data 
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The above provided table measures the employees’ perception on the concept of pay transparency. 

All the items are having high mean, which indicates that respondents are having appositive 

perception towards pay transparency. The first question pay scale knowledge has a highest mean 

of 3.634 which shows that respondents are more positive about the concept of pay transparency, 

followed by fair pay 3.577 and pay disclosure fosters positive environment 3.423. 

The mean of the various items in the above table is 3.312, which shows that most of the respondents 

have positively responded to the questions about their perception on pay transparency. 

The table reveal that, on average, the individuals in the study have a good understanding of the 

pay scale within their organization, perceive the pay as fair, and engage in open discussions about 

salaries within their team. They also express moderate levels of comfort and motivation when pay 

is disclosed and believe that pay transparency fosters a positive work environment. 

The average response indicates that there is a moderate level of open salary discussions with all 

employees. The higher standard deviation suggests a greater diversity of opinions, with some 

individuals being more or less open to discussing salaries with everyone. 

Additionally, there is a moderate consensus on the critical importance of pay transparency and a 

moderate level of agreement on adopting pay transparency policies. The higher standard deviation 

indicates a wider range of opinions, with some individuals being more or less supportive of such 

policies. 

Overall, these descriptive statistics provide insights into the perception of individuals regarding 

pay disclosure. While there is generally positive sentiment toward pay transparency, there is also 

some variability in responses, indicating that opinions may differ among individuals. 
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4.3.1 Pay Transparency Policy Adoption 

 

 

Fig 4.7 Pay transparency policy adoption 

Source: Primary data 

 

The above figure shows that out of 71 participants, the majority i.e., 46.5% of the participants 

strongly agree to the adoption of pay transparency policy in the organisation. 

  

1

9

28

33

0

5

10

15

20

25

30

35

Strongly Disagree Disagree Agree Strongly Agree



30 

 

4.3.2 Age Wise Analysis of Perception 

Table 4.2 Group Statistics over age and perception 

Perception 

        

Age N Mean 

Std. 

Deviation 

Std. 

Error 

95% Confidence 

Interval for Mean 

Minimum Maximum 

Lower 

Bound 

Upper 

Bound 

18-25 52 3.40144 .381349 .052884 3.29527 3.50761 1.875 3.875 

26-35 14 3.31250 .499399 .133470 3.02416 3.60084 1.750 3.625 

36 and 

above 
5 2.37500 .605960 .270994 1.62260 3.12740 1.750 3.125 

Total 71 3.31162 .491841 .058371 3.19520 3.42804 1.750 3.875 

Source: Primary data 

 

The provided analysis presents the perception of pay based on different age groups, 18-25, 26-35, 

and 36 and above. 

Respondents in the 18-25 age group have a relatively high perception of pay, as indicated by the 

mean score of 3.40144. The standard deviation suggests that there is not much variability in the 

responses within this age group. The confidence interval provides a range within which the true 

mean perception score is likely to fall. 

Respondents in the 26-35 age group also have a relatively positive perception of pay, with a mean 

score of 3.31250. The standard deviation suggests some variability in the responses within this age 

group, indicating differing opinions. The confidence interval provides a range of plausible mean 

perception scores. 
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Individuals in the 36 and above age group have a lower mean perception score of 2.37500 

compared to the other age groups. The standard deviation suggests some variability in responses. 

The confidence interval provides a range of plausible mean perception scores within this age 

group. 

ANOVA Over Age Group and Perception 

Table 4.3 ANOVA Over Age Group and Perception 

Perception 
     

  

Sum of 

Squares df 

Mean 

Square F Sig. 

Between 

Groups 
4.806 2 2.403 13.473 .000 

Within 

Groups 
12.128 68 .178     

Total 16.934 70       

Source: Primary data 

 

The ANOVA results indicate that there are significant differences across different age groups as 

the p value is less than 0.01.  

The between-groups variation, representing the differences between the groups, has a sum of 

squares (SS) of 4.806 and 2 degrees of freedom (df). The mean square for between groups is 2.403. 

The within-groups variation, representing the variability within each group, has a sum of squares 

(SS) of 12.128 and 68 degrees of freedom (df). The mean square for within groups is .178. The 

total variation in the data is the sum of squares (SS) of 16.934, with a total of 70 degrees of 

freedom. 

In summary, the ANOVA test shows that there are significant differences between the groups as 

the p value is less than 0.01, indicated by the small p-value. The between-groups variation 

contributes more to the total variation than the within-groups variation, suggesting that the 

differences between the groups are not likely due to random chance. 
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4.3.3 Job Level Analysis of Perception 

 

Table 4.4 Group Statistics over job level and perception 

Perception         

  N Mean 

Std. 

Deviatio

n 

Std. 

Error 

95% Confidence 

Interval for Mean Minimu

m 

Maximu

m Lower 

Bound 

Upper 

Bound 

Entry level 36 
3.4375

0 
.296558 

.04942

6 

3.3371

6 

3.5378

4 
2.375 3.875 

Mid-level 26 
3.3990

4 
.422817 

.08292

1 

3.2282

6 

3.5698

2 
1.875 3.750 

Senior 

level 
9 

2.5555

6 
.658808 

.21960

3 

2.0491

5 

3.0619

6 
1.750 3.375 

Total 71 
3.3116

2 
.491841 

.05837

1 

3.1952

0 

3.4280

4 
1.750 3.875 

Source: Primary data 

 

The provided analysis presents the perception of pay based on different job levels, entry level, 

mid-level, and senior level. 

Respondents at the entry level have a high perception of pay, as indicated by the mean score of 

3.43750. The standard deviation suggests that there is not much variability in the responses within 

this job level. 

Respondents at the mid-level also have a relatively positive perception of pay, with a mean score 

of 3.39904. The standard deviation suggests some variability in the responses within this job level, 

indicating differing opinions. 

Respondents at the senior level have a lower mean perception score of 2.55556 compared to the 

other job levels. The standard deviation suggests some variability in the responses, but the smaller 

sample size of 9 respondents makes it less representative.  
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ANOVA Over Job Level and Perception 

 Table 4.5 ANOVA Over job level and Perception 

 

Source: Primary data 

 

The ANOVA results indicate that there are significant differences across different age groups as 

the p value is less than 0.01.  

The between-groups variation, representing the differences between the groups, has a sum of 

squares (SS) of 5.914 and 2 degrees of freedom (df). The mean square for between groups is 2.957. 

The within-groups variation, representing the variability within each group, has a sum of squares 

(SS) of 11.020 and 68 degrees of freedom (df). The mean square for within groups is .162. 

The total variation in the data is the sum of squares (SS) of 16.934, with a total of 70 degrees of 

freedom. 

In summary, the ANOVA test shows that there are significant differences between the groups based 

on the "Perception" variable, as indicated by the small p-value. The between-groups variation 

contributes more to the total variation than the within-groups variation, suggesting that the 

differences between the groups are not likely due to random chance. 

Perception      

  
Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

Between 

Groups 
5.914 2 2.957 18.246 .000 

Within 

Groups 
11.020 68 .162     

Total 16.934 70       
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4.3.4 Salary Analysis of Perception 

Table 4.6 Group Statistics over salary and perception 

Perception 
        

  N Mean 

Std. 

Deviatio

n 

Std. 

Error 

95% Confidence 

Interval for Mean 

Minimu

m 

Maximu

m 

Lower 

Bound 

Upper 

Bound 

Less than 

20000 
34 

3.4595

6 
.271291 

.04652

6 

3.3649

0 

3.5542

2 
2.375 3.875 

20000-

30000 
29 

3.3362

1 
.472578 

.08775

5 

3.1564

5 

3.5159

7 
1.875 3.750 

30000-

35000 
3 

2.6250

0 
.695971 

.40181

9 
.89611 

4.3538

9 
1.875 3.250 

35000 and 

above 
5 

2.5750

0 
.773587 

.34595

9 

1.6144

6 

3.5355

4 
1.750 3.375 

Total 
71 

3.3116

2 
.491841 

.05837

1 

3.1952

0 

3.4280

4 
1.750 3.875 

Source: Primary data 

 

The provided analysis presents the perception of pay based on different salary ranges. The data is 

divided into four salary range categories. 

Individuals with a salary less than 20000 have a high perception of pay, as indicated by the mean 

score of 3.45956. The standard deviation suggests that there is not much variability in the responses 

within this salary range. 

Individuals with a salary in the range of 20000-30000 also have a relatively positive perception of 

pay, with a mean score of 3.33621. The standard deviation suggests some variability in the 

responses within this salary range, indicating differing opinions. 
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Individuals with a salary in the range of 30000-35000 have a lower mean perception score of 

2.62500 compared to the other salary ranges. The standard deviation suggests some variability in 

the responses, but the smaller sample size of 3 individuals makes it less representative. 

Individuals with a salary of 35000 and above have a lower mean perception score of 2.57500 

compared to the other salary ranges. The standard deviation suggests some variability in the 

responses, but the smaller sample size of 5 individuals makes it less representative. 

ANOVA Over Salary and Perception 

Table 4.7 ANOVA Over Salary and Perception 

 

Source: Primary data 

 

The ANOVA results indicate that there are significant differences across different age groups as 

the p value is less than 0.01.  

The between-groups variation, representing the differences between the groups, has a sum of 

squares (SS) of 4.889 and 3 degrees of freedom (df). The mean square for between groups is 1.630. 

The within-groups variation, representing the variability within each group, has a sum of squares 

(SS) of 12.045 and 67 degrees of freedom (df). The mean square for within groups is .180. 

The total variation in the data is the sum of squares (SS) of 16.934, with a total of 70 degrees of 

freedom. 

Perception 
     

  

Sum of 

Squares Df 

Mean 

Square F Sig. 

Between 

Groups 
4.889 3 1.630 9.065 .000 

Within 

Groups 
12.045 67 .180     

Total 16.934 70       
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In summary, the ANOVA test shows that there are significant differences between the groups based 

on the "Perception" variable, as indicated by the small p-value. The between-groups variation 

contributes more to the total variation than the within-groups variation, suggesting that the 

differences between the groups are not likely due to random chance. 

 

4.3.5 Gender Wise Analysis of Perception 

 

Table 4.8 Group Statistics over gender and perception 

Group Statistics 

Gender N Mean 

Std. 

Deviation 

Std. Error 

Mean 

Perception Male 
39 3.20833 .599708 .096030 

Female 
32 3.43750 .274963 .048607 

Source: Primary data 

 

The provided group statistics present a gender-wise analysis of the perception of pay disclosure. 

The analysis is based on the responses of 39 male individuals and 32 female individuals. 

Interpreting these statistics, on average, male individuals in the study reported a mean perception 

score of 3.20833 regarding pay disclosure. The standard deviation of 0.599708 indicates some 

variability in responses among males, suggesting that there may be a range of opinions within this 

group. 

On the other hand, female individuals in the study had an average perception score of 3.43750, 

indicating a slightly higher mean compared to males. The standard deviation of 0.274963 suggests 

less variability in responses among females compared to males. 
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It appears that, on average, females may have a slightly more positive perception of pay disclosure 

compared to males. Additionally, the variability in perception within both genders suggests that 

individual differences exist within each group. 

Independent sample T-Test over gender and perception 

 

Table 4.9 Independent sample t test over gender and perception 

Independent Samples Test 

  

Levene's 

Test for 

Equality 

of 

Variance

s t-test for Equality of Means 

F 

Si

g. T df 

Sig. 

(2-

taile

d) 

Mean 

Differen

ce 

Std. 

Error 

Differen

ce 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

Perceptio

n 

Equal 

variances 

assumed 

17.

176 

.00

0 
-1.995 69 .050 -.2291 .1148 -.4583 .00004 

Equal 

variances 

not 

assumed 

    -2.129 55.5 .038 -.2291 .1076 -.4448 
-

.01351 

Source: Primary data 
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The independent samples t-test was conducted to compare the perception of pay between genders. 

The test examined whether there was a significant difference in the mean perception scores of 

males and females. 

To start, the Levene's test was conducted to check if the variances of the two groups (males and 

females) were equal. The obtained F-value was 17.176, with a significant p-value of 0.000. This 

suggests that the variances of perception scores differed significantly between the two groups. 

Next, the t-test for equality of means was performed. Assuming equal variances, the t-value was 

(-1.995) with 69 degrees of freedom. The associated p-value was 0.050, which is close to the 

conventional significance level of 0.05. This suggests that there may be a slight difference in 

perception scores between males and females, but it did not reach statistical significance. 

However, when unequal variances were assumed, the t-value obtained was -2.129 with 55.500 

degrees of freedom. The associated p-value was 0.038, which is below the significance level of 

0.05. This indicates that there is a significant difference in the perception scores between males 

and females when considering unequal variances. 

The mean difference in perception scores between males and females was -0.229167, with a 

standard error difference of 0.114894. The 95% confidence interval for the difference ranged from 

-0.458375 to 0.000041, indicating the range within which the true difference in perception scores 

is likely to fall. 

The analysis suggests that there may be a difference in how males and females perceive pay. This 

means that females, on average, tend to have a slightly higher perception of pay compared to males.  
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4.4 ANALYSIS OF POTENTIAL BENEFITS OF PAY TRANSPARENCY 

 

Table 4.10 Mean of potential benefits of pay transparency 

 

Descriptive Statistics 

  Mean 
Std. 

Deviation 

Trust towards the organization 3.423 .5254 

Better Employee Morale 3.324 .6041 

Fairness and Equity 3.479 .5031 

Fair Compensation Practices 3.437 .4995 

Negotiation for higher 

compensation 
3.479 .5031 

Recruitment 

Job offers with 

transparent pay 

structures. 

3.239 .6202 

Pay transparency-

oriented 

organisation 

3.338 .6534 

Gender pay gap 3.479 .5307 

Retain in pay transparent 

workplaces. 
3.479 .6731 

Teamwork and collaboration 3.394 .6650 

Source: Primary data 
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The table shows the analysis of the potential benefit and consequences of pay transparency. Here 

is the interpretation of the data: 

Trust towards the organization: The respondents, on average, have a relatively high level of trust 

towards the organization, with a mean score of 3.423. The scores range from 3.26 to 4.0, indicating 

a generally positive level of trust. Hence pay transparency increases the trust towards the 

organisation. 

Better Employee Morale: Participants perceive that transparent pay practices contribute to better 

employee morale, with a mean score of 3.324. The scores range from 3.26 to 4.0, indicating a 

positive perception. Hence pay transparency results in better employee morale. 

Fairness and Equity: The respondents, on average, believe that transparent pay practices promote 

fairness and equity, as indicated by a mean score of 3.479. The scores range from 3.26 to 4.0, 

suggesting a generally positive perception. Hence pay transparency promotes fairness and equity. 

Fair Compensation Practices: Participants perceive that pay transparency contributes to fair 

compensation practices, with a mean score of 3.437. The scores range from 3.26 to 4.0, indicating 

a positive perception. Hence pay transparency promotes equity and fairness. 

Negotiation for higher compensation: On average, respondents believe that pay transparency 

facilitates negotiation for higher compensation, as reflected by a mean score of 3.479. The scores 

range from 3.26 to 4.0, suggesting a generally positive perception. Hence pay transparency helps 

employees to negotiate for higher compensation. 

Recruitment 

• Accepts job offers with transparent pay structures: Participants perceive that job offers with 

transparent pay structures contribute positively to recruitment, with a mean score of 3.239. 

The scores range from 2.6 to 3.25, indicating a positive perception. 

• Pay transparency-oriented organization: Respondents, on average, believe that 

organizations that prioritize pay transparency are beneficial, as indicated by a mean score 

of 3.338. The scores range from 3.26 to 4.0, suggesting a generally positive perception. 

Hence pay transparency helps in recruitment. 
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Gender pay gap: Participants perceive that pay transparency can contribute to reducing the gender 

pay gap, with a mean score of 3.479. The scores range from 3.26 to 4.0, indicating a positive 

perception. Hence pay transparency eliminates gender pay gaps. 

Retain in pay transparent workplaces: Participants believe that employees are more likely to stay 

in pay transparent workplaces, as indicated by a mean score of 3.479. The scores range from 3.26 

to 4.0, suggesting a positive perception. Hence pay transparency contributes to retention. 

Teamwork and collaboration: Participants perceive that pay transparency positively affects 

teamwork and collaboration, with a mean score of 3.394. The scores range from 3.26 to 4.0, 

indicating a positive perception. Hence creating teamwork and collaboration. 

 

4.4.1 Corelation Between Perception and Potential Benefits  

 

Table 4.11 Corelation Between Perception and Potential Benefits 

Correlations 

  perception Positive 

perception Pearson 

Correlation 1 .810** 

Sig. (2-

tailed) 
  .000 

N 71 71 

Positive Pearson 

Correlation .810** 1 

Sig. (2-

tailed) 
.000   

N 71 71 

Source: Primary data 

 

The correlation analysis provided shows a strong positive relationship between perception and 

potential benefits of pay transparency. The correlation coefficient (Pearson Correlation) between 

perception and potential benefits is 0.810, which is highly significant (Sig. < 0.001). The p-value 
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of less than 0.001 (Sig. < 0.001) suggests that the correlation is statistically significant. In other 

words, it is highly unlikely that this strong positive relationship is due to chance. 

The correlation coefficient of 0.810 indicates a strong positive relationship between perception 

and potential benefits of pay transparency. This means that as employees' perception of pay 

transparency increases, their perception of the potential benefits it offers also tends to increase, 

and vice versa 

 

4.4 ANALYSIS OF POTENTIAL CONSEQUENCES OF PAY 

TRANSPARENCY 

 

Table 4.12 Mean of potential consequences of pay 

transparency 

 

Descriptive Statistics 

  Mean Std. Deviation 

Competition and 

unhealthy comparison 
2.845 .7923 

Feelings of jealousy or 

resentment 
3.028 .8332 

Conflicts in workplace 2.845 .6686 

Employee privacy 3.141 .7101 

Source: Primary data 

 

Possibility of contributing to Competition and unhealthy comparison: Respondents, on average, 

perceive that pay transparency can lead to competition and unhealthy comparison among 

employees, as reflected by a mean score of 2.845. The scores range from 2.6 to 3.25, suggesting 
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that the respondent have a negative feeling. This suggest that pay transparency can contribute to 

competitions and unhealthy comparisons among employees. 

Possibility of contributing to Feelings of jealousy or resentment: Respondents, on average, 

reported experiencing relatively low levels of feelings of jealousy or resentment in pay transparent 

environments, as indicated by a mean score of 3.028. The scores range from 2.6 to 3.25, suggesting 

that the respondent have a negative feeling. This suggest that pay transparency can contribute to 

competitions and unhealthy comparisons among employees. 

Possibility of contributing to Conflicts in the workplace: Respondents reported a moderate level 

of conflicts in pay transparent workplaces, as reflected by a mean score of 2.845. The scores range 

from 2.6 to 3.25, suggesting a negative feeling. Hence pay transparency can possibly create 

conflicts in workplace.  

Possibility of contributing to violation of Employee privacy: Participants expressed concerns about 

employee privacy in pay transparent environments, with a mean score of 3.141. The scores range 

from 2.6 to 3.25, suggesting a negative feeling. Hence pay transparency can contribute to the 

violation of employee privacy. 

4.4.1 Corelation Between Perception and Potential Consequences 

 

Table 4.13 Corelation Between Perception and Potential Consequences 

 

Source: Primary data 

  

Correlations 

  perception Negative 

perception Pearson 

Correlation 1 -.294* 

Sig. (2-

tailed) 
  .013 

N 71 71 

negative Pearson 

Correlation -.294* 1 

Sig. (2-

tailed) 
.013   

N 71 71 
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The correlation analysis provided shows a moderate negative relationship between perception and 

potential consequences of pay transparency. The correlation coefficient (Pearson Correlation) 

between perception and potential consequences is -0.294, which is statistically significant (Sig. = 

0.013). The p-value of 0.013 (Sig. = 0.013) suggests that the observed negative relationship 

between perception and potential consequences is unlikely to be due to chance and is statistically 

meaningful. 

The correlation coefficient of -0.294 indicates a moderate negative relationship between perception 

and potential consequences of pay transparency. This means that as employees' perception of pay 

transparency improves, their perception of the potential negative consequences tends to decrease, 

and vice versa. 
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CHAPTER 5 

FINDINGS AND CONCLUSION 
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5.1 INTRODUCTION 

This chapter deals with the findings, suggestions and conclusion of the research study. The study 

was conducted among 71 respondents from the IT sector of Trivandrum district. The objective of 

the study was to analyse the employees’ perception towards pay transparency. Additionally, the 

study analyses the potential benefits and consequences regarding pay transparency. 

 

5.2 FINDINGS 

The study on pay transparency focuses on three main objectives: employees’ perception towards 

disclosure of salary, potential benefits and consequences of pay transparency. All these three 

objectives have been separately studied. 

5.2.1 Employee’s perception towards disclosure of salary 

• The employees have a high perception level i.e.  positive opinion about the practice of pay 

transparency.  

• Out of the participants, a small portion were highly familiar with the concept of pay 

transparency, a larger group had some level of familiarity, and a significant portion were 

not having any idea at all. 

• Respondents had a moderate consensus on the critical importance of pay transparency and 

its policy adoption. There was some variability in responses, indicating differing opinions 

among individuals. 

• ANOVA results indicated significant differences in perception based on age groups. 

Perception of pay transparency was highest in the 18-25 age group and lowest in the 36 

and above age group. 

• Perception of pay transparency was highest among entry-level employees and lowest 

among senior-level employees. Perception of pay transparency was highest among those 

earning less than 20,000 and lower for higher salary ranges. This suggests that with high 

salary range employees have a negative perception towards pay transparency. This is the 

same with job levels as employees in the top level have a negative feeling towards pay 

transparency 

• Female participants had a higher positive perception compared to males. 
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• The results suggest that employees' perception of pay transparency is influenced by factors 

such as age, job level, salary, and gender. 

5.2.2. Potential benefits of pay transparency 

• Respondents believed that pay transparency contributed positively to  

o trust in the organization,  

o better employee morale,  

o fairness and equity, 

o fair compensation practices,  

o negotiation for higher compensation,  

o recruitment 

o gender pay gap reduction. 

o Retention 

o fostering teamwork and collaboration. 

• There was a strong positive correlation between employees’ perception and the 

potential benefits of pay transparency, indicating that those with a positive perception 

were more likely to see these benefits. 

5.2.3. Potential consequences of pay transparency 

• Respondents were concerned about potential negative consequences of pay 

transparency, including 

o competition and unhealthy comparisons 

o feelings of jealousy or resentment 

o conflicts in the workplace 

o violation of employee privacy. 

• There was a moderate negative correlation between perception and potential 

consequences of pay transparency, suggesting that those with a more positive 

perception were less likely to see these consequences. 
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5.3 SUGGESTIONS 

• Recognizing the variations in perception on pay transparency across different demographic 

groups (age, job level, salary range), organizations can customize their approaches to suit 

each group's specific needs and concerns. 

• The positive correlation between perception and benefits of pay transparency indicates that 

fostering open discussions and addressing questions about transparency could enhance the 

positive perception further. Regular feedback sessions and town hall meetings might help 

in this regard. 

• Organizations should focus on strategies to further enhance the perception of fairness and 

equity related to pay transparency. This might include clear communication about pay scale 

structures and ensuring that compensation practices align with these structures. 

• Involve employees in discussions about pay transparency policies. This involvement can 

empower them, address their concerns, and create a sense of ownership and commitment 

to transparent pay practices. 

• In job postings and during recruitment processes, emphasize your organization's 

commitment to pay transparency. This can attract candidates who value openness and 

fairness. (Employer branding). 

• Implement transparent and standardized pay policies that clearly outline how compensation 

is determined. This helps ensure that gender bias is minimized during the compensation 

process. As female participants had a higher positive perception compared to males. 

• There is a strong positive correlation between employees’ perception and the potential 

benefits of pay transparency, indicating that pay transparency can foster retention in the 

organisation. Fostering a culture of open and transparent communication. Encourage 

employees to share their feedback, concerns, and ideas, and take action on their input. 

• Since the entry level employees are having more positive perception towards pay 

transparency who are below the age of 25, organisation could design or implement the 

practice of pay transparency to attract and retain them. 
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5.3 CONCLUSION 

The research aimed to investigate employees' perceptions towards pay transparency within the IT 

sector in Trivandrum District. Through a quantitative approach and a sample of 71 respondents, 

several significant insights were gained. 

The study revealed that employees in the IT sector in Trivandrum generally have a high positive 

perception towards the disclosure of pay information within their organizations. While some 

employees expressed negative views about pay transparency, believing it could foster unhealthy 

competition and violates employee privacy. 

Furthermore, the research identified various potential benefits perceived by employees regarding 

pay transparency. Many participants believed that knowing colleagues' salaries could lead to a 

fairer distribution of rewards, as it might help in identifying and addressing wage disparities. 

Additionally, increased transparency was seen as a way to enhance recruitment and retention, 

which in turn could contribute to higher levels of engagement and productivity. 

On the other hand, the study also highlighted potential consequences perceived by employees 

regarding pay transparency. Some participants expressed worries about jealousy and resentment 

among colleagues if pay disparities were made public. Additionally, concerns were raised about 

the impact on violating employee privacy, as employees might become focused on comparing 

salaries rather than working cohesively towards shared goals. 

In summary, the research underscores the complexity of employee perceptions towards pay 

transparency in the IT sector in Trivandrum city. It is evident that while there are potential benefits 

to fostering transparency, there are also legitimate concerns that need to be addressed. 

Organizations considering implementing pay transparency policies must carefully balance the 

advantages and drawbacks, taking into account the unique dynamics of their workforce and 

industry. 

This study provides valuable insights for HR professionals and organizational leaders as they 

navigate the decision-making process while implementing pay transparency. However, it's 

important to note that this research is limited by its sample size and geographical scope. Further 

studies with larger and more diverse samples could offer a more comprehensive understanding of 

employees' perceptions towards pay transparency in the broader context of the IT industry. 
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Appendix - 1 

This is an academic research project as a part of my academic requirements of MA HRM course 

under the University of Kerala. The purpose of the research is to study the perception of IT 

employees on pay transparency. Data will be kept confidential and will be used solely for academic 

purpose. 

Section 1 

Age 

a. 18-25 

b. 26-35 

c. 36-45 

d. 46-55 

e. 56 and above 

Gender * 

a. Male 

b. Female 

c. Other 

Job Level *. 

a. Entry-level 

b. Mid-level 

c. Senior-level 

Year of experience * 

a. Less than 1 year 

b. 1-3 years 

c. 4-6 years 

d. 7-10 years 
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e. More than 10 years. 

Salary 

a. less than 15000  

b. 15000-20000 

c. 20000-30000 

d. 30000-35000 

e. 35000 and above 

 

How familiar are you with the concept of pay transparency? * 

a. Very familiar 

b. Somewhat familiar 

c. Not familiar at all 

 

Section 2 

 

I am aware of the pay scale for my job title. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I feel that I am paid fairly for the work I do 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I am comfortable with discussing my pay with my team. 

a. Strongly disagree 
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b. Disagree 

c. Agree 

d. Strongly agree 

 

I am comfortable with discussing my pay with all the employees in the organization. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I feel comfortable discussing my salary openly during performance evaluations or salary review 

meetings. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I feel comfortable discussing my salary openly during performance evaluations or salary review 

meetings. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I think I'm able to work more comfortable when knowing the salary of my colleague. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

e. I feel more motivated to work knowing that pay information is transparent. Strongly 

disagree 

f. Disagree 

g. Agree 

h. Strongly agree 
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I feel that disclosure of pay within the organisation can build a positive work environment. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I think pay transparency policy is very important in organization. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I think pay transparency policy should be adopted in the organization  

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

Section 3 

 

I am likely to trust the organization more if pay transparency practice is implemented. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I think pay transparency would lead to better employee morale. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 
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I believe pay disclosure promotes fairness and equality within the organization. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I believe that pay transparency can lead to fair compensation practices 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I am more likely to negotiate for higher compensation if salary information is openly available. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I am more likely to be accept a job offer from a company that openly shares its pay structures. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

If considering an organisation between one that practices pay transparency and the other that 

does not, I am likely to choose the one that practices pay transparency. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I believe that pay transparency can reduce pay disparities on gender, race or other factors. 

a. Strongly disagree 

b. Disagree 
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c. Agree 

d. Strongly agree 

 

I am likely to stay in an organisation where pay transparency practices prevails. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I believe that pay transparency can improve teamwork and collaboration among employees. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

Section 4 

 

I think that pay transparency would increase competition and unhealthy comparison among 

employees. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I believe pay transparency could lead to feelings of jealousy or resentment among employees. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 

I feel that pay transparency result in conflicts in workplace. 

a. Strongly disagree 

b. Disagree 

c. Agree 
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d. Strongly agree 

 

I feel that pay disclosure violate employee’s privacy. 

a. Strongly disagree 

b. Disagree 

c. Agree 

d. Strongly agree 

 


