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Methodology and Representation

▪ Salary.com aggregates participant data so that no one organization can see the 
responses of another.

▪ The statistics and observations are based on the data submitted by all 
participants and is audited for quality assurance.

▪ Participants submitted data between 10/14/2021 to 11/10/2021.

▪ 702 participants completed the survey.

▪ The survey collected data from seven different roles ranging from Executive to 
Individual Contributor.

▪ The results represent company sizes across five FTE size ranges.
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Amid a heightened war for talent and a social reckoning around the ideals of 

equity and inclusion, Salary.com surveyed 700+ U.S.-based human resources 

professionals on the topic of pay equity. Our goal was to determine if they’re 

feeling more pressure to achieve pay equity (answer: a resounding yes) and what 

steps they’re taking in the face of increased scrutiny around fair and transparent 

pay.  

More than 90 percent of respondents agree that pay equity is a competitive 

advantage in the war for talent and the majority indicate they know what to pay 

their employees to stay competitive. 

Research Summary
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However, the survey reveals some major shortcomings when it comes to pay 

transparency. From the absence of a compensation philosophy that expresses 

transparency, to a lack of leadership support, HR professionals have some work 

to do in the coming months to achieve the transparency that goes hand-in-hand

with pay equity. Until then, other issues will persist, including the inability of 

managers to explain to their employees how their pay is determined and a lack of 

wage range disclosures in job descriptions. 

Addressing the issue of pay equity comes with a host of considerations not just 

from the legislative and legal perspectives but also its role in creating a healthy 

corporate culture and positive employer branding. 

Research Summary
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According to Salary.com senior compensation consultant Garry Straker, “In a 

healthy corporate culture steeped in trust, every employee should have a clear 

understanding of how their pay is determined. These survey results show that 

this is often not the case. It also reveals that HR pros see leadership resistance to 

pay transparency as a major obstacle. Leadership needs to evolve to meet 

employee expectations and work with HR on establishing a documented pay 

philosophy. That foundational element will pave a smoother path to fair and 

transparent pay.” 

Achieving pay equity and transparency can be challenging. You don’t need to do 

it alone. Schedule a free consult with Garry Straker or another experienced 

member of our consulting team. 

Research Summary

https://www.salary.com/business/services/consulting/


Detailed Survey Results
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Q2. What region do you reside in?
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Q3: What is your role in the organization?
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Q4: How many Full-Time Employees are in the organization?



10

Q5: Where are you located?
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Q6: Is today's job market making it difficult for your 
organization to hire new employees?
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Q7: Does your organization know what to pay your 
employees to stay competitive?
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Q8: Does your organization currently have a process in place 
to assess internal pay equity?
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Q9: Are you experiencing more pressure than you did 6 
months ago to address pay equity within your organization?
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Q10: From which area below do you feel the most pressure to 
get pay equity right?
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Q11: Does your organization have a formal, documented 
compensation philosophy that supports pay transparency?
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Q12: Would you say any manager at your organization can honestly and accurately 
answer the question from an employee “How is my pay determined?”
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Q13: Who oversees your pay equity program?



19

Q14: Would you say your organization is struggling to 
address pay equity?
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Q15: Where are you experiencing the most difficulties?
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Q16: Fair pay is defined as being internally equitable, 
externally competitive, and transparent to employees.
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Q17: Has your organization allocated resources to address 
identified pay disparities in your organization?
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Q18: Do you agree that pay equity is a competitive advantage 
in the war for talent?
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Q19: When you do undertake an Internal Pay Equity Audit, 
will you do so with:
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Q20: Do you currently provide wage range disclosure in your 
job postings?
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Q21: Do you anticipate doing so in the next 12 months?
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ABOUT SALARY.COM 
Salary.com is the leading SaaS provider of compensation market data, software, and analytics, bringing more of the trusted data 
and intuitive software organizations need to get pay right. Founded in 1999, the company serves over 25,000 survey participant 
organizations, over 8,000 business-to-business software subscribers, and over 30 million employees globally. For more than 20 
years, Salary.com has empowered confident decisions by aligning compensation practices with recruiting, performance, and 
development initiatives through easy-to-access data and meaningful insights. 

The market-leading CompAnalyst® SaaS platform accelerates compensation workflows, delivers real-time data, and powers 
accurate, equitable, and competitive compensation. Through its Salary Wizard and pioneering website, Salary.com delivers 
continually updated, reliable market pay data and career content to over 30 million visitors each year. 

© 2021, Salary.com. All rights reserved. 
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