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Abstract: This study aims to research the effect of the perception of white-collar employees’ in the banking sector of 
the pay (in)equality and the intention to leave the job. The study is based on the model of equality payment system. 
Through a previously prepared questionnaire we have measured the perceptions of general equality, including 
internal and external, individual and procedural equality, and through a linear regression we have measured the 
overall effect of the pay (in)equality on the intention to leave the job. In the scope of this research, we have analyzed 
the impact of demographic differences on the dimensions of pay (in)equality and the intention to leave the job. For 
the purpose of hypothesis testing we have used a selected sample of white-collar employees in the banking sector 
in the city of Istanbul. The data has been gathered by means of a questionnaire. 350 questionnaires have been 
distributed, to which we received only 239 feedbacks. The data has been analyzed in SPSS Statistics, version 22.0. At 
the end of research, a substantial negative relationship has been found between white collar employees’ perception 
of pay equality and their intention to leave the job. This implies that pay (in)equality has a solid impact on the 
employees’ intention to leave their work place. On the other hand, a result of this research is that in the demographic 
aspect, the employees’ perception of the pay equality varies according to gender and wage level, whereas for the 
variable of the intention to leave the job, the employees’ perception varies only based on gender. 
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Introduction

The survival, development and superiority of businesses in the age of information and 

globalization, in addition to the value of financial resources, depend a lot on the value 

of the employees’ i.e. “human capital”. In general, human resources and organizational 

behavior management is a separate goal of several researches with regard to the em-

ployees’ dissatisfactions and motivation. The issue of the payment systems is one of the 

most attractive topics related to the motivation of the employees and is a high impact 

factor on productivity and individual or organizational performance. The continuous 

growth of the costs of human resources, the increasing need of qualified people (qual-

ified with high mental capacities, knowledge production, innovation, technical skills 

and capacities); the permanent changes on the needs, expectations, values, judgments 

and the beliefs of the employees; the need for advancing and training, the high circu-

lation of labor force; the lack of jobs, the stressing workplaces, monotony, alienation, 

dissatisfaction, etc. are some of the factors that are in a continuous need of solution 

from the human resources department. The maintenance and increase of the compe-

tition advantage in the market requires a more serious, meaningful and multidimen-

sional approach. Human resources are recognized as valuable, rare, inimitable and irre-

placeable with another equivalent. Employees that possess knowledge, skills and high 

motivation are able to learn faster, develop new skills and accomplish organizational 

objectives. The usage of the full potential of the human capital is directly connected to 

its level of motivation. The motivation and stimulation of employees to work towards 

the accomplishment of organizational objectives depends a lot on the level, quantity 

and manner of distribution of material goods in general. People’s behavior in an orga-

nization is determined by many factors, yet among the most important, undoubtedly, 

are the payments/wages or compensations that employees receive in exchange for their 

labor and efforts. The creation of payment systems that reflect employees’ equality, ef-

fectiveness and satisfaction are an imperative of every business.

1. Theoretical review of the importance of payment 
systems

Nowadays, the survival and the sustenance of an enterprise’s competitive advantage 

in order to achieve organizational goals depends a lot on the quality and capacity of 
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the human resources that the enterprise possesses. The human resources infrastruc-

ture needs to be paid as much attention as the financial and physical resources. The 

age of globalization brings serious changes on information technology and structure 

of business organizations. The dynamics created and the need for adaptation to the 

new circumstances has pushed businesses to permanently seek, sustain and develop 

qualified employees in order to preserve their competitive advantage in the market. In 

the relationships between employers and employees, there is an inverse relationship 

regarding financial compensations and the labor or efforts of the employees. The em-

ployer seeks and alternative and a solution to increase productivity and work quality 

while maintaining the lowest cost levels. Meanwhile, the employees constantly demand 

higher wages as a compensation for the labor and contribution they offer. The more 

equilibrated this correlation, the higher the chance for success, considering that wages 

comprise the greater part of overall expenditures of the enterprise (at least 60% of the 

total cost) and that they have an immense impact employees’ motivation. The ineffec-

tive management of the payment system creates problems regarding the overall per-

sonal and organizational performances that can lead to total bankruptcy. The wage is 

the most fundamental element as regards the working conditions and the motive why 

people go to work. The wage should enable a dignified life for every employee, taking 

into consideration not only their physical needs, but also their social and psychologi-

cal ones. For employees, it is also important that their incomes be regular and secure 

in regards to time intervals. Wages can be defined from several perspectives. In the 

economic perspectives, wages are the price of a job, in the social and political aspect, 

wages are a survival opportunity, and in the legal aspect wages are a compensation for 

the intellectual and physical labor of the employees. (İ. Ataay, 2000: 253) The wage 

refers to the job level of the employees, and in most cases is an indicator of individual 

success. It has a direct impact on family welfare, the increase of self-confidence, social 

status and motivation at work. This implies that employees do not perceive their wages 

only from the financial aspect, rather they impose upon them a psychological mean-

ing, as well as considering them as an indicator of their place within the organization. 

In fact, every employee compares their work and the wage they receive. Comparing is 

natural to humans; therefore, if wages are not fair and equal in relation to the knowl-

edge, skills and performances displayed, there will be dissatisfaction among employees. 

Every decision made that is considered unjust regarding the issue of wages will be re-
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flected as lack of motivation, drawback, decrease in productivity, creation of mistrust 

and loss of loyalty among workers. (D. Torrington, L. Hall, S.Taylor and C. Atkinson 

2014: 413) Decisions about the quantity, shape and level of payments represent a spe-

cial problem for every business, therefore the creation of fair, inclusive and competing 

payment systems is necessary. Every decision about payments requires a multidimen-

sional commitment and evaluation of different aspects, such as: performance, expe-

rience, expectations, commitment, loyalty, contribution, responsibility, etc. Decisions 

about the manner of wage determination, the main components, the level and wage 

position of the enterprise in relation to its competitors and the other aspects are deter-

mined through the payment policies of every business.

2. The process of creation of payment systems

The development of business activities under dynamic conditions facing many dangers 

and pressures from the environment forces the business to create fair and effective 

payment systems in order to maintain and develop its competitive advantage in the 

market. Every payment system requires a consensus between the stakeholders that in-

fluence the work relationships. (Zeyyat Sabuncuoğlu, 2000: 207; G.T. Milkovich; Jerry 

M. Newman, 2002: 16) Depending on the stakeholders’ requests and the organization-

al culture, the enterprise opts for one of the payment approaches. The choice dilemma 

is between the egalitarian form for all of the employees and the elitist form, depending 

on performance. The egalitarian payment approach implies giving rewards based on 

membership in the organization, by setting standards for a minimal performance, on 

which the equal distribution of rewards for everyone is made. (Gómez-Mejía, Balkin 

and Cardy; 2012: 317) On the other hand, the approach of reward giving based on per-

formance implies pay differences among the employees, based on the clear criteria of 

work performance. The employees that offer a performance above the required average 

are rewarded and stimulated more in order to maintain such performance in continui-

ty. (DeCenzo, Robbins and Verhulst; 1996: 275) Setting a fair and egalitarian payment 

system depends on the nature of the enterprise’s business, its mission as well as the se-

lection of its payment policies. (M.E. Sharpe Inc; Amuso, L. E., and Knopping, D. 2008: 

206–214)
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Figure 1

EQUALITY 

•	Pay based on experience;

•	Increase in all payment levels;

•	Payment comparisons in the industri-
al level;

•	Annual increase of the payment scale; 

•	Bonuses every new year.

PERFORMANCE

•	No payments based on experiences;

•	No long-term pay increase for low-per-
formance employees;

•	Payment structure according to the 
market; 

•	Even broader comparison of payments 
in the industrial level;

•	Bonuses based on performance results.

Source: Robert. L. Mathis and John H. Jeckson, Human Resource Management, 

12th Edit.Thomson Corporation, 2008, p.362

The payment system through its components aims to impact the employee’s behav-

ior and their motivation in achieving organizational goals. In general, these are distin-

guished as internal or external rewards. The internal rewards include appreciating the 

employees, and these rewards motivate in the psychological and social aspects. Mean-

while, the external rewards are related directly to material compensation for the em-

ployees’ labor and contribution. (DeCenzo, Robbins and Verhulst; 1996: 263) Accord-

ing to Armstrong, components of material rewards are: the basic pay, minimum wage, 

bonuses, financial rewards and profit shares, whereas the non-material rewards are 

personal appreciation, opportunities for career advancement, titles and status, ben-

efits, better physical and social working conditions, organizational support, flexible 

working schedule, etc. (Armstrong, 2006: 365; G.T. Milkovich, J.M. Newman and B. 

Gerhart, 2010: 8)
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Figure 2. REWARD SYSTEM COMPONENTS

  

REWARDS

PAYMENT

•	 Basic Pay
•	 Additional payment
•	 Bonuses
•	 Company shares

•	 Health insurance
•	 Payed days off 
•	 Retirement packages
•	 Tuition assistance
•	 Flexible working sche-
dules

•	 Individual performance evalu-
ations
•	 Setting of objectives
•	 Additional education and trai-
nings
•	 Career advancement
•	 Forms of staff replacements

BENEFITS SKILLS AND 
PERFORMANCE

Source: Robert. L. Mathis and John H. Jeckson, Human Resource Management, 12th 

Edition, Thomson Corporation, 2008, p.360

Table 3. Comprising components of the key elements of reward systems

Basic Pay Work evaluation 
methods

Skills and 
competences 
analysis

Performance 
evaluation

Job value

Variable pay Potential performance

Benefits Employee’s value

Actual performance

Source: Rıza Demir, “Payment systems based on performance and a research at state hos-

pitals on the application of extra payments for doctors”, PhD thesis, Istanbul University, 

2013, p.38

The basic payment, except for being sufficient and competitive, should adhere to the 

principles of fairness and equality among the employees. The wage depends on the 

analysis and the job description, which are evaluated according to the job importance 

and content. A widely applied component in contemporary enterprises is the variable 

pay, which takes into consideration the individual contribution and is based on indivi-

dual, group or organizational performances. (R.L. Mathisand J.H. Jeckson, 2008:397) 

Meanwhile, variable payment types are: wages based on production units, programs of 
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profit shares, commissions, rewards, long-term intentions, merit-based pay increase, 

the option of shares, etc. (L.A. Berger ve D.R. Berger, 2008: 27) The variable pay depen-

ds mainly on the employees’ displayed performances and the analysis of the individual 

skills and competences, while the benefits as an element are an inseparable part of the 

rewards for every type of job, changing only in form and size. (Rıza Demir; 2013: 38)

2.1. Factors that impact the payment system

Payment decisions in an organization are influenced by various individual and orga-

nizational factors. Individual factors are: knowledge, experience, skills, competences 

and job performances, while organizational factors are: the strategy of the organiza-

tion, the market, sector, position, competition, financial capacity, etc. (G.B. Bolande-

rand S.A. Shnell; 2010:419-423); in this context, in general, every business faces three 

choices: to be a leader in the market, to adapt to the payment level of the market, or 

to offer payments above the market level. However, as a main determinant in choosing 

payment policies, other than the job analysis and performance evaluation, is also the 

balance between labor force offer and demand. (Dessler, 2013: 35); the payment levels 

according to the specified market/industry; (Benligiray, 2003: 22); the competition’s 

pressure (Bolander ve Shnell, 2010: 421); the standard of living and the impact of the 

inflation (DeCenzo, Robbins, and Verhulst;1996: 272); the economic factors such as: 

national and international competition, inflation crises, economic recessions, (Gönül 

Budak; 2013: 549); collective agreements and syndicate pressure; (Türker Toplahan, 

2013: 170); national and international legal regulations about the form, direction and 

minimum and maximum wage limitations. (Dessler, 2013: 358) In general, the mana-

gement of the payment system aims to attract, motivate and develop the individual 

and organizational performances with an optimal equivalence between the organiza-

tional effectiveness and the overall costs. The management of payments includes de-

cisions regarding the payment scale, pay value of the job, components of the payment 

system, payment structure, differences between the levels and groups within the stru-

cture, wage increases based on defined criteria (performances, knowledge, skills and 

experience); wage increases after transfers and promotions, and the achievement of 

wage equality and fairness among the employees. (Gary Dessler, 2013: 359; Bingöl, 

1996: 419). In order to ensure a fair and effective payment policy, the following criteria 

should be met: Sufficiency: wages should meet the necessary level for the economic, 
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social and legal needs; Equality: maintaining a direct relation of wage and individual 

knowledge, skills and contribution; Cost effectiveness: being suitable to the financi-

al capacity of the enterprise; Credibility: wage amount and form should be credible 

to the employees; Appropriation: Every employee in the company should know and 

understand the reward system and be convinced that this system benefits him. (Barut-

çugil, 2004:448)

3.  Pay equality as a theoretical concept

Equality and fairness have always been necessary in order to regulate human behavior 

in general. They are often mentioned together as synonyms, yet they differ in content 

and meaning. Not every equal treatment can be considered fair, therefore, the equal 

distribution of wages, regardless of the requirements, position, responsibilities, cont-

ribution and performance, would be an unjust distribution that creates dissatisfaction 

among the employees. In this context, creating a fair, credible and competitive pay-

ment system is a necessity for every successful business. The most convenient appro-

ach regarding the increase of fair and equal wages, implies the perseverance of contra-

dictory interest balances between the employees, the employers, the state and society. 

Equality and fairness as concepts, represent not only absolute values through which 

comparisons and decisions are made, rather they are also a result of human percepti-

ons. (Özlem Çakir, 2006: 30) The importance of fairness for human behavior has been 

observed even at the time when Plato was alive, and it is said that “Justice is an impera-

tive for a society to live safe, problem-free and organized.” According to Plato, fairness 

is the distribution of goods in equal parts for everyone. On the other hand, according 

to Roman justice, “every individual should receive as much as he contributes for the 

overall wellbeing.” (Güriz, 1994: 6) As per Roman justice, in order for the relationships 

between the employees and the employers to reach equality, there should be equiva-

lence of labor and rewards. If such equivalence is missing, an atmosphere of distrust is 

created, which results in consequences for the organization. The fair and equal percep-

tion is based on the theory of justice on the distribution of profits in the economic and 

social aspects. (Shikur Ahmed and Navjot Kaur; 2016, 15-29) In general, the employees 

in enterprises are compared according to their contribution (their knowledge, skills, ex-

perience and performance) and the benefits (wage, promotions, bonuses, work condi-

tions) they receive. This is also confirmed by Adams’ theory of equality, which stresses 
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the fact that if inconsistency in the relations between contribution and rewards exists 

or is created, then the individual perceptions will be worrisome. (J. S. Adams, 1963: 

423 Dessler, 2011: 420; John R. Schermerhorn; 2011: 366) According to this theory, 

every employee compares the relationship between his investment and benefit (input/

output) with that of the others. If the employee observes that his proportion of invest-

ment/benefit is greater, then he commits to maintaining it through increased contri-

bution, whereas, if his proportion of investment/benefit is lower than that of the other 

employees, he will take measures to increase his benefits (wage, promotion, bonuses, 

work conditions) or decrease his investment – outputs (labor, contribution, perfor-

mance, application of capacities, knowledge and skills). In general, the equality theory 

is based on the injustices that occur during the distribution which can be verified th-

rough the employees’ cognitive perception and behavior. (J. S. Adams, 1963: 423) This 

implies that, if based on the comparisons, wage injustices and inequalities can be noti-

ced, then dissatisfaction at work will be evident and there will be intentions to leave the 

job. (Cohen- Charash, Yochi and Spector, P.E., 2001:278)

3.1. The pay (in) equality

The concept of payment system as always is related to the business’s strategy to achie-

ve its overall objectives, such as: performance, competitiveness and wage fairness. (M. 

Armstrong, 2014:359) The analysis of the dimensions related to performance, expe-

rience, loyalty and responsibility, should be taken into consideration in the creation of 

a payment structure. Meanwhile, in order to increase the motivation of the employees 

and in order to use their full potential, special attention is required towards the dimen-

sion of wage injustices and inequalities. The emergence of inequalities creates negative 

results and problems related to performance, productivity, organizational leadership 

and it also increases the level of the intention to leave the job. (Shi Zheng; Zhigang 

Wang; Shunfeng Song, 2014: 1219–1231) In order to prevent the inequalities and in-

justices in the distribution of material goods (payments), it is necessary to create crite-

ria that are fair and equal in relation to the individual labor, knowledge, skills and per-

formances, from the internal and external, individual and procedural aspects. (David 

E. Terpstra and Andre L. Honoree, 2003; 67-68) Table 4 illustrates the model on which 

the research on wage (in)equalities is based.
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Table 4: Rewards system model

Payment policies
Objectives 
of payment 
systems
Activities
- Performance
- Quality
- Consumers and 
shareholders
- Cost

Fairness
Compatibility/
Relevance
Ethics

Payment techniques

Internal equality Job analysis; Job description; Job evaluation
Payment structure

External equality Payment researches: Payment politics
PAYMENT STRATEGIES AND POLICIES

Individual 
equality

Performance; Competence; Experience
PERFORMANCE RELATED PAYMENTS

Procedural 
equality

Planning; Cost; Communication; Change
EVALUATION AND CONTROL

Source: Milkovich, Newman and Gerhart, Compensation, 10th Ed., 2010, p.12 

a. Internal pay (in)equality 

Internal equality is pay consistency according to job importance and content. In order 

to ensure pay fairness and equality within the payment structure, it is necessary that 

jobs same or similar in quantity and quality be paid the same for all employees. This 

is expressed in the saying “Same wages for same jobs.” (Dessler, 2013; 353-354) The 

different methods of job evaluation determine and classify jobs based on importance 

and content. If the job content differs (in skills, labor, responsibility and work condi-

tions), then it is necessary that the rewards (payments) vary as well. Hence, the met-

hods of job evaluation serve to determine a relationship of pay equality among diffe-

rent jobs. The fundamental criteria based on which pay differences should be made are 

the following: skills (knowledge, experience, education), labor (intellectual and physical 

labor), responsibility (responsibilities about the job, security, finances and facilities) 

and work conditions (the eventual diseases, possible accidents, and physical conditi-

ons such as noise, cold weather, hot weather, smoke, humidity, etc.) (Armstrong, Cum-

mins, Hastings and Wood, 2003:5) If the employees believe that same jobs are paid the 

same, according to job classification, they will also believe that there is internal equality 

within the company. (R. L. Mathis and J. H. Jeckson, 2008; 365)

b. External pay (in)equality

External equality is the payment consistency of an enterprise with the other enterpri-
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ses of the same sector within the same industry. This type of payment/wage equality 

reflects the pay of a job within an industry or economic branch. External equality is 

achieved when a certain position within the enterprise is paid the same with the same 

position in another enterprise within the industry. (D. E. Terpstra, A.L. Honoree 2003; 

67-73) In other words, external equality means pay equality within a certain industry 

from different enterprises that cover a certain region or state. (Cascio, 2010:421; Dess-

ler, 2011:420; Ivancevich, 2010:295; Milkovich 2011:20; Shi, 2007:66) Every employee 

compares the payments of the enterprise he works for and those of the other enterp-

rises in the same sector, industry, state or region. (Jac Fitz-enz and Barbara Davison; 

2002: 132) If wage differences are noticed, then his perception of the injustices will inc-

rease and result in dissatisfaction and a high intention to leave the job. Such injustices 

offer opportunities for the employees’ transfer to other enterprises that offer better 

work conditions for the same job. In order to avoid this phenomenon, it is necessary to 

conduct serious researches of the market on the wages of the labor force. (Sabuncuoğlu, 

2005:251) The researches can be conducted by the enterprise itself, but in most cases, 

due to lack of expertise enterprises hire specialized external services. 

Individual and procedural pay (in)equality

Individual justice implies payment consistency of the employees depending on the 

level of their performance. Payment equality exists when payments are based on the 

knowledge, skills, competences and job performances. (Benligiray Serap, 2003: 15) If 

within the payment structure distinctions are made based on individual knowledge, 

skills, competences and performance, then this is a case of individual equality. (Acar, 

2007: 133; Dessler, 2011:434; Worldat Work, 2007:101) Individual equality implies a 

comparison of wages in relation to the contribution of the employees of the same en-

terprise. This implies that wages should be differentiated depending on the kind of job 

and the performance displayed. Within the payment structure, for each job, a mini-

mum and maximum payment is determined which can vary for each employee, taking 

into consideration his individual performances. Meanwhile, procedural equality means 

consistency of principles, rules, methods and payment decisions regarding the dist-

ribution of material goods in a just and equal manner. In order to achieve procedural 

equality, it is necessary to have open communication, transparency, complaint mecha-

nisms, participation in decision making etc. (Farooq and Farooq, 2014:57; Heery and 
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Noon, 2008:364-365; Locke, 2011:382; Greenberg, 1990:402) The increase of trust in 

the company’s process and procedures of reward distribution, increases the employe-

es’ motivation and loyalty. Fair and equal procedures exist when there is consistency 

in time in the distribution of rewards by respecting the same rules and principles for 

every individual employee. (Folger, R.  & Cropanzano;1998: 56-62) Avoiding from pre-

judices, relying on verified data, abiding by ethical norms, considering all opinions, su-

ggestions and requests by the employees (feedback) make the payment system efficient 

and fair from the aspect of procedural equality. (Dean B. Mcfarlin and Paul D. Sweeney; 

1992: 626-637)

3.2. The intention to leave the job

The individual employee with all personal characteristics, motivation, ideas, opinions 

and values that he brings to the workplace, is one of the most valuable resources for the 

organization. The main reasons that lead employees to consider leaving their jobs are 

not having their expectations met and their job not being able to satisfy them in the 

psychological, physical and financial aspects. (Blau 1988:193) The intention to leave 

the job is also defined as a complete termination of the work relationship and the fi-

nancial compensations between the individual and the organization. (Şahin; 2011:278) 

The intention to leave the job is portrayed as a negative and widespread phenomenon 

in the business world that influences employee flow. There many important factors as 

regards the dilemma as to whether to stay or leave the job, such as: injustices within 

the payment system, job level, working conditions, responsibilities, contribution, per-

formances, individual competences and priorities related to the personal career of the 

employees. According to Cotton, J. L. and Tuttle, J. M., factors impacting the intention 

to leave the job are the external factors (unemployment rate, perception about the job, 

alternative job opportunities, syndicates etc.); job-related factors (wages, performance, 

satisfaction from the job, organizational loyalty); as well as the individual factors (age, 

experience, education and skills). (Cotton, J. L. &Tuttle, J. M. 1986:55-70) Imperative 

for each business is the creation of defense and correcting mechanisms for problems 

that prevent the flow of highly qualified employees. It is a fact that every employee, if 

not satisfied with his compensation in the financial aspect and the work conditions, 

begins to consider leaving the job. (Mobley, W.H., 2009:155-178)



51
Bujamin Bela

Effect of the Perception of Pay (in)Equality on the Intention to Leave the Work: Research on 
White-Collar Employees in the Banking Sector.

4. Research methodology and model 

4.1. Research scope and survey sample

This study investigates the effect of white-collar employees’ perception of pay equality 

in the banking sector (Istanbul) on the emergence of the intention to leave the job. Si-

multaneously, the study tests whether the perception of general payment equality and 

the intention to leave the job vary based on demographical characteristics of the emp-

loyees (gender, marital status, age, education, experience, position and salary level), 

which have been presented as sub-objectives of this research. For the purpose of data 

gathering, the method of voluntary survey has been used which is easier to access and 

enables enough time for its conduction. The questionnaire has been prepared through 

confirmed indicators from factor analysis for relevance and credibility. From a total of 

350 questionnaires submitted, only 239 feedbacks have been received. 

Figure nr.5: Research model

1. Perception on general 
payment equality

•	 Perception of internal 
payment equality

•	 Perception on external 
payment equality

•	 Perception on individ-
ual and procedural 
payment equality

•	Individual characteristics
•	Age
•	Gender
•	Marital status
•	Level of education
•	Experience
•	Employee position
•	Level of Salary

Intention to Leave Work

Independent variable Dependent variable

4.2. Data gathering

The questionnaire prepared for the gathering of data in this study has served for the 

measuring of variables of the employees’ perception of pay equality from the internal, 

external, individual and procedural aspects, as well as the measuring of the impact of 
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the perception level on the intention to leave the job. The questionnaire contains a 

total of 27 questions/affirmations to measure the employee’s perception of general pay 

equality, and among them, as sub-dimensions have been included: internal equality in 

9 questions, with KMO (Kaiser; Mayer; Olkin) value of  0.892 and the total variance 

explained 60.729 %, while the value of Alpha Cronbach is 0.919; external equality: a 

total of 11 questions, KMO value 0.878 and total variance explained 61.453%, value of 

Alpha Cronbach 0.782; individual and procedural equality: a total of 7 questions, value 

of 0.912, total variance explained 69,408 %, value of Alpha Cronbach 0.926. The me-

asuring scales of the questionnaire for each variable of the wage equalities have been 

based on the authors [Livingstone, Roberts and Chonko (1995: 38); Zheng, Wangan-

dSong (2014: 7) and Terpstra and Honoree (2003: 69)] and adapted to the Turkish 

language version of the authors Cavide Uyargil and Riza Demir in 2014. Meanwhile, 

the questionnaire’s measuring scale for the variable of the intention to leave the job is 

comprised of 3 questions from authors Rosen and Korabik (1991) translated and adap-

ted in the Turkish language version by Örücü and Özafşarlıoğlu (2013), and an additi-

onal question to increase the scale of measurement credibility according to the analysis 

factor. From the final assessment of the results, the KMO value was 0.680 and the total 

variance explained 57.867%, while the value Alpha Cronbach of the scale 0.735. The 

last part of the questionnaire contains questions of socio-demographic nature, such as 

age, gender, marital status, education, experience and monthly wage. 

4.3 Data analysis

The participants in the questionnaire answered questions according to the evaluation 

of the scale of Likert type. (For example, from 1: Completely disagree, to 5: Completely 

agree) The data have been analyzed in the SPSS program 22.0. As descriptive statistical 

techniques in the data analysis have been used the arithmetic mean and the standard 

deviation. Also, to increase the level of credibility, we have calculated the value of credi-

bility as well (Cronbach Alpha) for each stage of the research. For hypothesis testing, we 

have used the linear regression analysis, t-test and the unilateral analysis of variance. 
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Table1. Credibility values regarding the dimensions of the research

Factors

Value

Cronbach Alpha Number of questions

Internal equality 0,919 9

External equality 0,782 11

Individual and procedural equality 0,926 7

Intention to leave the job 0,735 4

The descriptive statistical analysis (the arithmetic mean and the standard deviation) in 

regards to this research are: the arithmetic mean of the perception of internal pay equ-

ality is the highest with a value of 3.20 (standard deviation is 0.93); External pay equ-

ality 2.93 (standard deviation 0.59); individual and procedural pay equality 2.75 (stan-

dard deviation 0.98); while the intention to leave the job has the lowest average value 

of 2.45 (Standard deviation 0.94). The standard deviations and the arithmetic mean for 

each measuring scale are included in Table 2.

Table 2.  Average of the research dimensions 

No Average
Std. 
Deviation

Perception of General Payments Equality 233 2.97 0.73

Perception of Internal Payments Equality 237 3.20 0.93

Perception of External Payments Equality 236 2.93 0.59

Perception of Individual and Procedural Payments 
Equality

238 2.75 0.98

Intention to leave the job 237 2.45 0.94

a. Correlation analysis

The Pearson correlation coefficient between the employees’ perception of general pay 

equality and the intention to leave the job is -0.541, which clearly indicates that there 

exists an moderately negative relation between the two variables. In other words, while 

the general perception of equality increases, the intention to leave the job decreases. 

The testing shows that there exists a statistically meaningful relation between these 

two variables. (Importance level: 0.000 < 0.01)



54 Journal of Balkan Studies

Table 3.  Correlation between variables

1 2 3 4 5

 1. Internal Payments Equality 1

 2. External Payments Equality 0.718** 1

 3. Individual and Procedural Pay-

ments Equality
0.803** 0.691** 1

 4. Intention to leave the job -0.549** -0.380** -0.519** 0.080 1

 5.  General Payments Equality 0.936** 0.873** 0.914** -0.085 -0.541**

b. Research hypothesis

The influence of general pay equality on the intention to leave the job according to the 

regression model is presented in Table 4. 

Table 4: The results of the influence of the perception of general pay equality on the 

intention to leave the job

Intention to leave the job B Beta t p

Constant 4.508 20.756 .000

The general perception of pay equality -0.691 -0.541 -9.744 .000

R : 0. 541

R2 : 0. 293

R2 regulated : 0. 290

F : 94.937

p (importance ) : 0.000

** p<0.01 (importance value 0.01 is statistically meaningful and accepted)

According to test results, it is obvious that the regression model in relation to the effect 

of general pay equality perception on the intention to leave the job is statistically mea-

ningful with a value of 0.01 (p = 0.000 <0.01). The influence of the general pay equality 

perception has an effect on the intention to leave the job (B = 0.691; p = 0.000 <0.01), 

meaning that an increase of 1 unit in the general perception of the pay equality results 
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in a decrease of 0.691 units in the intention to leave the job. Moreover, the R2 value 

shows that 29.3% of the difference in the intention to leave the job can be explained 

with the general pay (in)equality. In other words, knowing the employee’s perception 

of the pay (in)equality enables an accurate evaluation of 29.3% in the forecast of the 

intention to leave the job. In this study we have tested the hypothesis in order to de-

termine whether the general perception of pay (in)equality influences the intention to 

leave the job, and the relation between the two. Table 5 below contains the hypotheses 

and their results.

5. Research results

Research hypothesis    p -value Result

H1: The general perception of pay equality effects on 

the intention to leave the job 

0.05

(B= -0.691)

Accepted

H.2.a. Employees’ perception of overall equality of pay-

ment differentiated based on gender 

H.2.b. Employees’ perception of intention to leave the 

job differentiated based on gender 

0.00 < 0.05

0.040 < 0.05

Accepted

Accepted

H.3.a. Employees’ perception of overall equality of pay-

ments differentiated based on marital status 

H.3.b. Employees’ perception of intention to leave the 

job differentiated based on marital status 

0.657 > 0.05

0.435 > 0.05

Not accepted

Not accepted

H.4.a Employees’ perception of overall equality of pay-

ment differentiated based on the position of the emp-

loyees 

H.4.b. Employees’ perception of intention to leave the 

job differentiated based on the position of the emplo-

yees

0.232 > 0.05

0.513 > 0.05

Not accepted

Not accepted

H.5.a. Employees’ perception of overall equality of pay 

differentiated based on age of the employees

H.5.b. Employees’ perception of the intention to leave 

the job differentiated based on the age of the employees 

0.197> 0.05

0.637> 0.05

Not accepted

Not accepted
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H.6.a Employees’ perception of overall pay equality dif-

ferentiated based on education level.

H.6.b. Employees’ perception of the intention to leave 

the job differentiated based on the level of education 

0.282> 0.05

0.382> 0.05

Not accepted

Not accepted

H.7.a. Employees’ perception of overall pay equality dif-

ferentiated based on work experience in the organiza-

tion 

H.7.b. Employees’ perception of the intention to leave 

the job differentiated based on work experience in the 

organization 

0.844 > 0.05

0.054 > 0.05

Not accepted

Not accepted

H.8.a. Employees’ perception of the overall equality of 

payments differentiated based on the salary level recei-

ved by the employee

H.8.b. Employees’ perception of intention to leave the 

job differentiated based on the level of salary received 

by the employee.

0.000 > 0.05

0.316 < 0.05

Accepted

Not accepted

Table 5: Employees’ perception of overall equality of pay and intention to leave work based on gender

Levene's 
Test for 
Equality of 
Variances t-test for Equality of Means

F Sig. t df
Sig.(2- 
tailed)

Mean 
Difference

Std. 
Error 
Differenc

95% Confidence 
Interval of the 
Difference

Lower Upper

Inten. 
To 

Leave 
Work

Equal 
variances 
assumed

.541 .463 -2.065 231 .040 -.26655 .12907 -.52085 -.01225

Equal 
variances 

not 
assumed

-2.089 168.784 .038 -.26655 .12760 -.51844 -.01465

Gen. 
Equit 
Pay

Equal 
variances 
assumed

.539 .464 3.801 227 .000 .37812 .09947 .18211 .57412

Equal 
variances 

not 
assumed

3.749 152.664 .000 .37812 .10087 .17884 .57740
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Table 6: Employees’ perception of overall equality of payment and intention to leave work based on marital 
status

Levene's 
Test for 
Equality of 
Variances t-test for Equality of Means

F Sig. t df
Sig.(2- 
tailed)

Mean 
Difference

Std. 
Error 
Differenc

95% Confidence 
Interval of the 
Difference

Lower Upper

Inten. 
To 

Leave 
Work

Equal 
variances 
assumed

.660 .417 -.782 206 .435 -.10445 .13358 -.36782 .15891

Equal 
variances 

not 
assumed

-.795 187.968 .428 -.10445 .13142 -.36371 .15480

Gen. 
Equit 
Pay

Equal 
variances 
assumed

.130 .719 .445 204 .657 .04620 .10382 -.15851 .25090

Equal 
variances 

not 
assumed

.447 181.673 .655 .04620 .10330 -.15763 .25002

Table 7: Employees’ perception of overall equality payment and intention to leave the job based on 
position at work.

Levene's Test 
for Equality 
of Variances t-test for Equality of Means

F Sig. t df
Sig.(2- 
tailed)

Mean 
Difference

Std. 
Error 
Differenc

95% Confidence 
Interval of the 
Difference

Lower Upper

Inten. 
To 

Leave 
Work

Equal 
variances 
assumed

1.185 .277 -.656 229 .513 -.11391 .17373 -.45623 .22840

Equal 
variances 

not 
assumed

-.638 44.212 .527 -.11391 .17847 -.47355 .24572

Gen. 
Equit 
Pay

Equal 
variances 
assumed

.904 .343 -1.198 226 .232 -.16472 .13752 -.43570 .10625

Equal 
variances 

not 
assumed

-1.117 41.385 .271 -.16472 .14749 -.46250 .13305
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Table 8: Employees’ perception of overall pay equality and intention to leave work based on the level of 
salary received by employees.

Levene's Test 
for Equality of 
Variances t-test for Equality of Means

F Sig. t df
Sig.(2- 
tailed)

Mean 
Difference

Std. 
Error 
Differenc

95% Confidence 
Interval of the 
Difference

Lower Upper

Inten. 
To 

Leave 
Work

Equal 
variances 
assumed

.689 .0.407 1.371 226 0.172 .17921 .13068 -.07829 .43671

Equal 
variances 

not 
assumed

1.330 155.550 .0.185 .17921 .13475 -.08696 .44538

Gen. 
Equit 
Pay

Equal 
variances 
assumed

2.289 .0.132 -4.192 222 0.000 -.41783 .09967 -.61426 -.22141

Equal 
variances 

not 
assumed

-4.018 141.892 0.000 -.41783 .10399 -.62341 -.21226

Table 9: Employees’ perception of overall equality of pay and intention to leave work based on age according 
to the results of the Anova test.

Test of Homogeneity of 
Variances Levene Statistic df1 df2 Sig.

Intention to Leave Work 2.180 2 226 0.115

Gen. Equity Payment 0.690 2 222 0.503

* p<0,05

Sum of 
Squares df

Mean 
Square F Sig.

Intention to 
Leave Work

Between Groups 0.804 2 0.402 0.452 0.637

Within Groups 200.925 226 0.889

Total 201.729 228

Gen. Equity 
Payment

Between Groups 1.750 2 0.875 1.635 0.197

Within Groups 118.795 222 0.535

Total 120.545 224

  * p<0,05  ** p<0,01
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Table 10: Employees’ perception of overall equality of pay and intention to leave work based on level of 
education

Test of Homogeneity of Variances Levene Statistic df1 df2 Sig.

Intention to Leave Work 0.948 2 230 0.389

Gen. Equity Payment 2.901 2 226 0.057

* p<0,05 

Sum of 
Squares df

Mean 
Square F Sig.

Intention to Leave Work

Between Groups 1.708 2 0.854 0.967 0.382

Within Groups 203.135 230 0.883

Total 204.843 232

Gen. Equity Payment

Between Groups 1.375 2 0.688 1.273 0.282

Within Groups 122.048 226 0.540

Total 123.423 228

* p<0,05 ** p<0,01

 Table 11: Employees› perception of overall equality of pay and intention to leave the job based on the 
level of work experience.

Test of Homogeneity of Variances
Levene Sta-
tistic df1 df2 Sig.

Intent to Quit 1.187 2 214 0.307

Gen. Equity Payment 1.263 2 211 0.285

* p<0,05 

Sum of 
Squares df

Mean 
Square F Sig.

Intention to Leave Work Between Groups
5.216 2 2.608 2.966 0.054

Within Groups 188.155 214 0.879

Total 193.371 216

Gen. Equity Payment 
Between Groups .190 2 0.095 0.170 0.844

Within Groups 117.577 211 0.557

Total 117.767 213

* p<0,05 			   ** p<0,01
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Discussion and suggestions

This study investigated the effect of white-collar employees’ perception of pay equality 

in the banking sector on the intention to leave the job. The study shows that the level 

of the employees’ general perception of pay equality has an average of 2.97, which is 

relatively positive. In other words, the employees’ general perception of pay equality 

in the banking sector approached high levels. The employees’ intention to leave the 

job has an average of 2.45 and is lower than the level of the general perception of pay 

equality. On the other hand, the sub-dimensions of employees’ pay equality, internal 

equality has the highest average of 3.20, which implies that the classification and the 

internal pay division are on the required level. The perception of external pay equality 

has an average of 2.93 and that of individual and procedural pay equality has an avera-

ge of 2.75. This shows that this sector has visible problems with the system and proce-

dures of material goods distribution and the following of pay trends in this industry. 

Meanwhile, according to the results of the correlation analysis and the Anova testing, 

there is an average and statistically meaningful relationship. The correlation indicator 

(-0.541) represents the inverse and meaningful relationship between the general per-

ception of the employees on pay equality and the intention to leave the job. According 

to this, it is obvious that while the level of the general perception of pay equality inc-

reases, the intention to leave the job decreases. The general perception of pay equality, 

as an only dimension, impacts the intention to leave the job (B=0.691; p=0.000<0.01), 

meaning that an increase of 1 unit in the general perception of equality will result in a 

decrease of 0.691 units in the intention to leave the job. Moreover, the R2 value shows 

that 29.3% of the difference in the intention to leave the job can be explained with the 

general pay equality. According to the testing of the demographic differences on the 

above-mentioned variables, it results that the general perceptions of pay equality differ 

in a statistically meaningful level among the employees, according to gender and salary 

level. Meanwhile, the analysis of the intention to leave the job shows that employees 

differ in a level that can be considered statistically meaningful only in regards to their 

gender and do not vary in regards to other demographic characteristics. In conclusion, 

if the employees have problems with internal (in)equality, this shows that the company 

has problems with the analysis, description and classification of jobs and should un-

dertake pre-emptive measures for the reformulation of the payment system based on 

the job importance and description. Provided that there are problems over external pay 
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(in)equality, then this indicator shows the lack of market research on the following of 

pay trends and requirements of a certain industry that needs to be eliminated. Meanw-

hile, when there are problems on the perception of individual and procedural pay (in)

equalities, then the company should revise the plans and the evaluation system of the 

employees, their performance and should also determine more consistent ways of pay 

distribution, methods of promotion, transparence, informing, feedback and methods 

of complaint. In general, in order for the payment policies and distribution methods to 

be fair and equal, the company should take into consideration credible criteria, com-

peting wages, opportunities for participation in payment decisions, merit-based pay 

system, based on individual or group performance, as well as create an environment 

and culture of trust that stimulates high performances.
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