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Article Comments   
Should You Share Your Salary With Co-Workers? Here’s What Experts Say
Should You Share Your Salary With Co-Workers? Here’s What Experts Say is an article by Cooney (2016) that was published by Time magazine and is in favor of the pay transparency. With the increasing focus on gender and racial wage gaps in the workplace, there is a debate of whether pay transparency will help organizations achieve pay equality or increase the division in the workplace. As proposed by some women rights advocates, companies should adopt full pay transparency policies as a way to diminish the pay gap, which is viewed to be worse in black women. With pay transparency, employees will be able to know what their colleagues are paid. However, other people believe that pay transparency could ignite jealousy among employees as well as reduce the number of employees a company can hire. While few companies have adopted pay transparency, it is still a rare practice in the private sector. Also, there exists limited research on how this practice affects because few companies practice this policy.
The CEO of Buffer, a company which has adopted the policy, job applications to the company went up after the company made public its compensation plan. Also, it made the employees more collaborative and productive. Employees also are more probable to ask for help from the right people, knowing what their colleagues are paid. Employees spend less time being dissatisfied if they can compare and realize that they are being paid the market rate; therefore the policy increases employee satisfaction. The companies will also be able to reduce the pay gap. Pay transparency brings the company public goodwill, and it has been boosted by the current law prohibiting the employers from punishing their employees inquiring about colleague's salaries or discussing their pay through websites like pay scale and GlassDoor, where employees share and determine job market rates. However, pay transparency could incite employees against each other, and could be understood out of context. It is not only enough to publish the pay plan, but employers should give more information about why the compensation is different for different individuals (Cooney, 2018).
[bookmark: _GoBack]The Case against Pay Transparency
This is an article by Zenger (2016) that was published on Harvard Business Review and it argues against pay transparency, in the wake of calls for pay transparency as a remedy for pay discrimination being abundant. If every employee knows their colleagues pay level, discrimination patterns will be made public; therefore the pressure to address them will rise. While transparency provides a way of assessing the fairness of pay allocation, individual performance is not easily measured in most work settings because performance is a collective effort of all employees. This way, employees tend to exaggerate their performance and contribution to the company. The exaggerated sense of self-importance makes it hard for the company to link performance with to pay (Zenger, 2016). Pay transparency reminds most employees, with inflated self-perceptions of their performance, of how their compensation is below what they believe in should be. This results in negative emotions and behavior.  While there are many effects of pay transparency, it could elicit certain negative responses.
Employees who suddenly learn that they are paid less become more dissatisfied with their jobs and employers and are likely to leave. A research that was carried out in Harvard showed that pay transparency is positively correlated with employee dissatisfaction and turnover. Also, employee productivity reduces when the employees are constantly reminded of what they view as unfair rewards. Transparency places pay comparison in the faces of every employee. It has also been found that when employees are made aware of their colleagues' high pay, they tend to take up politicking for change. Transparency encourages lobbying for change, which may be costly to an organization. Responses to pay transparency such as active politicking, boycotts, as well as turnover should be expected. Also, the corrective strategies for these responses are harmful as pay discrimination. Organizations can respond by flattening pay, and outsourcing skills. Effective organizations should link performance to compensation but should convince their employees that their inadequate measures are reasonably fair (Zenger, 2016). The bottom line is that pay transparency compares pay rather than promoting performance.   
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