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Abstract- This research paper discusses the usefulness of Pay
for Performance (P4P) system in promoting the productivity of
employees at Tata Consultancy Services (TCS), which is an IT
giant company in India. The research evaluates the employee
awareness, the sense of fairness and transparency, the level of
motivation, and the influence of the system on the productivity
by means of the structured questionnaire passed among 60
employees. As the findings show, most employees report
positive motivational and productivity outcomes associated
with P4P, but issues related to transparency, clarity of
performance objectives, and the potential bias on the part of
managers hinders its potential. The analysis reveals that
enhanced communication, unbiased assessment procedures,
and balanced incentives structure is required to make the most
out of P4P. It makes recommendations on how the system can
be refined to further align the efforts of the employees with the
organizational goals without deteriorating the levels of job
satisfaction and engagement.
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I. INTRODUCTION
3. CHAPTER 1: INTRODUCTION

1.1 History of the Study

In a modern world of cutthroat competition in
business, organizations are more and more interested in
discovering the methods of increasing the productivity of their
employees without destroying their engagement and
satisfaction. The Pay for Performance (P4P) system is one of
them, being a compensation strategy in which payment is
directly dependent on the achievements of an individual
performance or team. It is a system which is meant to give
motivation to employees through recognition of their
contribution in terms of finance and hence a culture of merit
and accountability is built. P4P relevance has increased
considerably in knowledge-based sector like the Information
Technology (IT) where output is measurable both
quantitatively and qualitatively and where innovation is a key
performance driver.

Tata Consultancy Services (TCS), an IT service provider
Company, and one of the biggest global service providers and
a key contributor to the economy of India has increasingly
adopted performance based pay schemes in its human resource
management policies. With its huge and multinational
workforce, TCS offers a perfect setting to examine the effect of
P4P on motivation and productivity of employees working in a
large multinational company. The changes experienced in the
company in terms of shifting the fixed salary scales to the more
dynamic incentive schemes are the mirror of the trend occurring
in the talent management and organizational effectiveness in
the realm of Indian IT industries.

1. 2 Statement of the Problem

Although Pay for Performance systems have theoretical
benefits associated with them in terms of aligning the efforts of
the employees with the goals of the organization, their practical

application has always been met with issues that have an impact
on their effectiveness. Practically, PAP success is defined not
only by the elaboration of the compensation model but by the
way of its application and its fairness and transparency.
Ambiguous performance standards, bias on the part of
managers, an unreliable communication pattern, and the
perception of unfairness are some of the problems that may hurt
employee confidence and motivation. These issues are
especially relevant in TCS where performance appraisals can
make a significant difference in terms of monetary gains and
even the career advancement.

More so, empirical studies concerning the Indian IT industry,
which aim at systematically assessing the usefulness of P4P
systems, are scarce. Social-cultural climate, employee
demographics, and business hierarchies in India are very
different when compared with the western setting where most
of the current literature is based. Hence, the question arises as
to whether P4P models like those used in TCS are actually
productive or the effect of these models is limited by the
boundaries of implementation and the attitudes of employees.

1.3 Study objectives

This paper will set out to critically analyse the success of the
Pay for Performance system in TCS, by tracing its effect on
employee productivity as well as motivation. The particular
aims are:

To determine the employees awareness and P4P system
understanding.

To investigate the belief of the employees concerning the
fairness and openness of the system.

To determine the level of motivation on employees due to P4P.

To determine the variation in the productivity of the employees
because of the P4P incentives.

To determine the problems and obstacles to the employees
within the P4P model.

To make some recommendations on how the P4P systems
should be improved in terms of conception and realization in
TCS and other organizations of this profile.

1.4 Research Questions
Under the influence of the above objectives, this research tries

to respond to the following research questions:

What is the level of awareness of Pay for Performance system
amongst employees in TCS?

How do the employees regard the sense of fairness and
transparency associated with the P4P system?

How does P4P system influence the employee motivation?
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How does P4P destroy the productivity of the employees
(perceived)?

What are the challenges associated with P4P system amongst
employee?

How can the P4P system be enhanced to work more
effectively?

1.5 Significance of the Study

Various stakeholders are significant to this study. To the
management of TCS and HR professionals, the results will
provide a practical implication into the working system of P4P
at the ground level and the area of strength and concerns which
can be used to adjust their policies. The study helps to make
more informed decisions regarding compensations strategies by
identifying issues that determine the employee motivation and
productivity.

At academic level, the study contributes to the small amount of
empirical research on the topic of performance-based pay in the
Indian IT industry, which offers contextualized evidence that
takes into consideration local organizational and cultural
particularities. The research also incorporates the known
motivational and organizational theories, closing the gap
between the theory and practice.

On the bigger scale, the study can inform the HR policies in
other knowledge-based sectors on the importance of the
balance between the financial incentive and the aspects of
fairness, communication, and involvement of the employees. It
highlights the importance of culturally sensitive transparent
well-communicated incentive systems to ensure that individual
performance effectively supports the goals of organization.

1.6 Scope and Limitation

This study is limited to the employees currently working at TCS
and therefore includes those employees who have undergone
the Pay for Performance system at least once in their
performance evaluation cycles. The research will mainly focus
on the middle and junior employee categories (both technical
and non-technical) so as to get a wide variety of opinions
regarding the effect of P4P.

This study is based on quantitative data in that the researcher
will use structured questionnaires to obtain a cross-sectional
view of the perceptions and experiences of the employees at
one time. In turn, the research study does not take into
consideration the longitudinal changes or changes in the
organizational policies. Weaknesses are that the sample size is
relatively small and might influence the representation of the
study to the TCS workforce in general. Secondly, use of self-
reported data opens up the possibility of bias, i.e. social
desirability bias or unwillingness to give a negative view
because of organizational sensitivities.

Irrespective of these limitations, the research has provided
useful information on the usefulness of the performance-based
paysystem in a large Indian IT firm that can form the basis of
future investigations and practical refinements.

II. LITERATURE REVIEW
Pay for Performance (P4P) has become one of the most
popular concepts within the area of human resource
management to pay workers in relation to their performance

results. In essence, P4AP moves compensation out of the fixed
salary systems and into the variable pay systems that recognize
and reward the individual/team input, with the aim of
motivating the workers and improving productivity. The given
approach has a basis in classical and modern motivational
theories, including the Expectancy Theory described by
Vroom, according to which employees become motivated when
they believe that their effort will allow them to attain a desirable
reward (Vroom, 1964, as cited in Chadha, 2024). Equity Theory
also concentrate on the importance of perceived fairness in
payment, and according to it, employees usually compare their
input and output with others and determine the equity; inequity
usually leads to lesser motivation or withdrawal behaviors
(Adams, 1965, as cited in Bhavikatti & Konek, 2020). In
intellect-based sectors, such as the IT industry, where
intellectual output and innovation is of utmost importance, P4P
systems have advanced to encapsulate qualitative and
quantitative measures of performance, including project
delivery, customer satisfaction and teamwork (Lehmann &
Beckmann, 2024). Nevertheless, several issues have to be dealt
with like the dangers of prejudice, insufficient clarity, and
ineffectively conveyed performance objectives that may hinder
the motivational power of such systems (Papineni et al., 2021).
In literature devoted to TCS, this complexity is reflected;
although P4P schemes have had a positive effect on motivation
and productivity among numerous employees, there are
considerable doubts related to fairness and transparency, which
evoke the subtle problems of implementation in large Indian IT
companies (Priyadarshini, 2020; Shinde, 2018). Finally, the
softwares involving digital tools and using Al-based
performance analytics hold the potential of improving
transparency and limiting bias, but there is little empirical
evidence regarding Indian settings (Lehmann & Beckmann,
2024; Li & Yang, 2018). In this way, the literature stresses that
although P4P provides an interesting model to reward high
performance, its effective implementation largely relies on
organizational conditions, such as communication, equity, and
technology.

The results of empirical studies concerning Pay for
Performance systems are mixed, as they mirror design
differences, implementation differences, and differences in the
context of the studies. Such companies as Amazon and
Microsoft use worldwide aggressive performance-based
compensation models, which bring high productivity but can be
linked to stress and burnout among employees, as the two-sided
blade of such incentives (Business Insider, 2025). There are
lesser Indian studies, but with pertinent details to the contextual
dynamics of P4P in companies like TCS. The results of
Priyadarshini (2020) supported the idea that performance-based
rewards contribute to better employee retention and
engagement in case of clear communication and managerial
support and focused attention on the interaction between
extrinsic and intrinsic motivation variables. On the contrary,
Shinde (2018) documented that policies of variable pay that
strongly benefited top performers led to dissatisfaction among
other employees, raising the issue of equity. Controversies
Media reports also report controversies in TCS connection
variable pay to attendance, which drew discussions of fairness
and what should be the basis of performance compensation
(Chadha, 2024; Times of India, 2024). Moreover, scholarly
research on digital optimisation of P4P systems indicates that
the introduction of real-time performance dashboards and
automated assessments may enhance trust among the
employees and the credibility of the system (Lehmann &
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Beckmann, 2024). However, the technological innovations
should be balanced to prevent the excessive focus on numerical
KPIs that can result in the distortion of employee actions and a
lack of qualitative value like creativity and collaboration
(Papineni et al., 2021). The research gap can be seen in the
scanty localised empirical research works that integrates both
quantitative and qualitative analysis to have comprehensible
view of the employee perception and their productivity levels
within the Indian IT industry. Filling this gap, the current study
aims at providing the detailed information on the manner in
which the employees of TCS perceive and react to P4P, which
will add essential information to the theoretical discussion as
well as HR practice.

III. RESEARCH METHODOLOGY
This is a descriptive research design study which tries to
randomly bin investigation of the effectiveness of Pay for
Performance (P4P) system on employee productivity at Tata
Consultancy Services (TCS). Descriptive approach would be
suitable in a way that it will capture the nature, perception and
experience of the employees on the P4P framework without
controlling the research setting. The study employs a cross-
sectional survey design, wherein primary data is gathered at one
time to capture a glimpse of employee awareness, perceptions
of fairness and transparency, motivational effect, and the self-
reported productivity changes associated with P4P. The
population of interest is the middle and junior level workers of
TCS across different functional groups; both technical
(software development, quality assurance etc.) and non-
technical (HR, operations etc.) to get a diverse and
representative picture of the P4P impacts across the employee
spectrum. As a result of the particular interest in employees
directly exposed to performance-related incentives, purposive
non-probability sampling was used whereby the respondents
had to have at least one performance evaluation cycle with
variable pay. The total sample size of 60 participants was
considered to be large enough to offer substantive quantitative
data and at the same time satisfied the practical limitations like
time, and accessibility considerations. The measurement tool
was a structured questionnaire that was implemented in an
electronic version via Google Forms, which contained a
combination of closed-ended questions and Lickert-scale items
to cover the constructs of the level of awareness, fairness,
clarity of performance measures, motivation, and productivity
changes considered as the effect of P4P. A pilot testing of the
questionnaire was carried out on a small sample of the
respondents before the questionnaire was fully deployed to
make necessary adjustments in clarity of the questions and
question flow to ensure that the respondents understood what
was required of them and to assure reliability of the data.
Academic journals, industry reports, and organizational
publications were used as the source of secondary data to put
the study on its theoretical background and place results in
context. The gathered data were inputted, cleaned and analyzed
through the Microsoft Excel and IBM SPSS, the former used to
perform initial data cleaning and the latter to perform statistical
operations, allowing calculation of descriptive statistics in the
form of frequency distributions, means and standard deviations,
as well as inferential statistics in the form of correlation tests
and hypothesis testing via chi-square and t-tests wherever
possible. The study was also provided with strict ethical
considerations where all the participants gave an informed
consent, were assured of anonymity and confidentiality, and
their participation was highlighted as voluntary. The study did
not encounter any gathering of personally recognizable data

and held the information in a safe place with limited
accessibility. The restrictions connected to methodology could
be expressed in a relatively small sample size, the use of self-
reported data which is prone to the social desirability bias, and
the cross-sectional design that is incapable of detecting the
longitudinal changes or the causal associations. Nevertheless,
the approached methodological framework has allowed
delivering a strong and ethically valid methodological
foundation of evaluating employee attitude towards P4P and its
impact on productivity in the context of TCS, adding important
empirical data to the domain of performance-based pay in the
Indian IT industry.

IV.DATA ANALYSIS AND INTERPRETATION
In this chapter, we shall see the results of the study carried out
to examine the usefulness of the Pay for Performance (P4P)
system in employee productivity through the data obtained via
structured questionnaires delivered to 60 employees working
with Tata Consultancy Services (TCS). Analysis will entail
demographic profiling, awareness and perception of employees
of the P4P system, effect on motivation on productivity. The
statistics are grouped into major thematic areas providing tables
and graphical presentations. In every section, a detailed
explanation of the findings is done to give insights of the study
objectives.
Table 1: Age Group Distribution of Respondents
Frequency Percentage (%)

1824 18 30.0
25-34 24 40.0
3544 12 20.0
45-54 4 6.7
55+ 2 33

Graph 1: Age Group of Respondents (Pie Chart)
Interpretation:

Age distribution reveals that the largest proportion (40%) of the
respondents lie in the 2534 age bracket and this shows that the
workforce at TCS is primarily made up of young professionals.
Such high ratio of the 18 24 bracket (30%) indicates a good
percentage of young employees in their early careers or recent
graduates. This age group would be important in determining
the responsiveness to incentive-based remuneration model such
as P4P because younger workers can be more keen to variable
pay. Employees that are older and over 44 years are a minor
part (approximately 10 percent), thus indicating that the sample
mostly covers junior to mid-level employees who tend to be
more directly affected by performance-based pay systems. This
age profile is important in putting into perspective the
perceptions on the changes in motivation and productivity.
Table 2: Employee Perception of Fairness in P4P
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Frequency Percentage (%)

Very Fair 12 20.0
Somewhat Fair 24 40.0
Neutral 12 20.0
Somewhat Unfair 9 15.0
Very Unfair 3 5.0

Very Linfak

Very Fair
Somewnat Untair

Surewhat Fu

Graph 2: Perception of Fairness and Transparency in P4P
System (Bar Chart)
Interpretation:
The perceptions of fairness play a significant role when it
comes to P4P system functionality. In this case, 60 percent of
respondents believe that the system is either very fair or
somewhat fair, and this is a positive indication of an
institutional trust on the performance evaluation and reward
system in TCS. Though, a significant proportion of 20% hold
negative opinions about the system wherein they feel that there
is injustice in the appraisal or reward system and the other 20%
are neutral. Such polarization indicates the existence of
differences in the implementations or communication of the
P4P system in various teams or departments. The presence of
managerial bias, problems with the definition of metrics, and
the lack of consistency in feedback are the issues that are likely
to cause negative perceptions and, in turn, harm motivation and
limit the effectiveness of performance-based pay incentives.
The enhancement of transparency and the routine evaluation
criteria thus is important to increase the perception of fairness.
Table 3: Impact of P4P System on Employee Motivation
Frequency Percentage (%)

Significantly Increased 15 25.0
Somewhat Increased 24 40.0
No Impact 9 15.0
Slightly Decreased 9 15.0
Significantly Decreased 3 5.0

Signifcanty

Slghty Docraased Signncanty

N2 imnpact

Samanha

Graph 3: Motivational Impact of Pay for Performance System
(Line Chart)

Interpretation:

Motivational impact analysis of the data shows that sixty five
percent (65%) of the respondents were more motivated as a

result of the P4P system, twenty five percent (25%) were highly
motivated and forty percent (40%) were moderately motivated.
Such a favorable reaction illustrates how a performance-based
pay can motivate workers to work hard and contribute.
Nevertheless, one out of five participants chose the option of no
(or diminished) effect or motivation, showing the limits of the
system in the cases where the sense of fairness or clarity is lost.
The 5 percent who reported a lot of demotivation can be those
who feel left out or do not identified with the reward
parameters. This ambivalent reaction supports the idea that P4AP
can be an effective motivator but its effectiveness requires the
open communication, fair implementation and proper goal
setting. Moreover, motivation is diverse, and monetary rewards
might not be enough without the help of favorable
organizational culture and recognition systems. All these
results imply that the Pay for Performance system at TCS has
had a positive impact on the motivation and productivity of the
majority of the employees, yet it has also some issues connected
with the perceptions of equity and understandability of
performance measures. It is suggested that these areas are
addressed to maximize the value of the system by using
improved communication systems, incorporation of technology
and use of regular evaluation methodology.

V. DISCUSSION
The results of the present research provide a subtle picture of
the efficacy of Pay for Performance (P4P) system in Tata
Consultancy Services (TCS) along with its positive side and
necessary revisions. Most workers admit that P4P has affected
their motivation and productivity in a positive way, and this fact
can be explained by the theoretical underpinnings of
Expectancy Theory and Goal-Setting Theory, according to
which the explicit connection between effort, performance, and
reward makes people engaged and prompts them to increase
their productivity. These data support the idea that intrinsic
motivation of the staff is confirmed by the perception of the
fairness and transparency of the evaluation procedures, which
leads to the further intensive work and job satisfaction.
Nevertheless, the study also reveals the existence of serious
issues connected with the lack of consistency in
communication, transparency in measures of performance, and
managerial bias that destroy the trust of employees and weaken
the motivational effectiveness of P4P. These two sides of the
coin in the perceptions indicate that although the P4P system
has succeeded in making most people adopt a results-oriented
culture, there is inequality in its application in various
departments and different levels of hierarchy. Their relative
dissatisfaction and ambivalence as reported by a sizable
minority is indicative of the importance of the perceived equity
and transparency in accordance with the predictions of the
Equity Theory of compensation fairness. Furthermore, the data
show that non-financial recognition is not implemented on an
adequate level, which may indicate the lack of comprehensive
rewarding strategies that would incorporate both monetary and
non-monetary rewarding options to maintain the engagement
levels among the staff. These results reflect earlier studies that
have recorded that variable pay on its own is not sufficient to
ensure long-term productivity enhancement unless it is
supported by favorable organizational practices that include
frequent feedbacks, group recognition, and definite alignment
of goals. The study also adds up to the cultural and context
specific understanding of P4P in Indian IT industry where the
socio cultural conditioning and expectations of job security and
group/clan based prosperity impacts the employee sentiments
against individualistic rewarding structure. The difficulties in
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having Clear or changing performance goals can be seen as
operational complexity of large and matrix organization like
TCS where individual performance is difficult to measure due
to project based work and interdependencies. It is worth noting
that some of these issues can potentially be resolved with the
help of newly developing digital tools and Al-powered
performance dashboards, which can increase transparency and
decrease the degree of subjectivity, yet their successful
implementation demands constant fine-tuning and training of
the employees. On the whole, this study underlines the idea that
to attain the target results with the help of P4P systems,
companies should not adhere to the naive model of pay-for-
output, but should adopt a more complex paradigm, which
incorporates the concepts of fairness, effective communication,
utilization of technology, and recognition culture. In this way,
organizations such as TCS can increase motivation and
working efficiency of their employees and reduce the threats of
demotivation and lack of engagement caused by the perception
of unfairness or lack of clarity in the evaluation process. These
lessons are not only important to TCS, but also to other
knowledge-intensive organisations that aim at maximising their
performance management systems under complex and dynamic
contexts.

VI. CONCLUSION AND RECOMMENDATIONS
The author of this paper has concluded his study on the
effectiveness of Pay for Performance (P4P) system at Tata
Consultancy Services (TCS) by observing that although the
system has benefited employee motivation and productivity of
most of the respondents, yet its overall effect is highly
moderated by the perceptions of fairness, transparency, and
clarity of the performance evaluation process. The facts
indicate that P4P as a system of hidden incentives, when
deployed with transparent, quantifiable targets and frequent
messages, can become a highly effective tool of extrinsic
motivation that helps align personal effort with institutional
priority and thus instill the culture of performance in a large and
complicated IT organization. Nevertheless, the existence of
significant levels of dissatisfaction and mixed feelings among
such a large minority of staff members indicates serious flaws
in the implementation, especially when it comes to uneven
feedback, managerial prejudice, and the lack of non-financial
appreciation. These issues clearly indicate that TCS needs to
have a more comprehensive performance management system
that encompasses clear evaluation parameters, multi-rater
assessments that are standardized and practices of constantly
engaging the employees. Moreover, the research suggests the
need to improve communication methods so that every
employee has a perfect idea about the P4P model, its standards,
and the connection between his or her performance and reward.
It is recommended to integrate advanced digital tools and Al-
based performance monitoring systems to expose the process to
less subjectivity and enhance the credibility of the evaluations
and their accuracy. Also, having in mind that motivation is not
only about financial rewards, TCS ought to complement its
reward structure through frequent verbal and social rewards,
career advancement prospects, and favorable leadership
practices capable of keeping employees motivated in the long-
term. Considering the variety of positions and tasks involved in
the work of TCS, it is also suggested that the company should
segment incentive plans to fit the particular job characteristics
and strike the balance between the quantitative measures and
qualitative input such as creativity, teamwork, and innovation.
Internal audits and feedback systems by employees should be
regularized to check the continued efficacy and fairness of P4P

system so that adjustments in this regard can be made in a
timely manner keeping in view the evolving organizational and
employee relations. Finally, there is a necessity of future studies
regarding the longitudinal effects of P4P, the comparative
studies with other companies, and the psychological aspect as
the reasons affecting the employee reactions on the
performance-based compensation. Implementing these
recommendations, TCS will be able to refine its P4P system so
that it could not only boost productivity and motivation but also
help generate the culture of equity, trust, and the long-term
employee interest, thus ensuring its competitive edge in the new
realities of the global IT industry environment.

REFERENCES
Bhavikatti, V. 1., & Konek, S. (2020). Impact of HR practices
on employee job satisfaction in TCS. Journal of the Maharaja
Sayajirao  University of Baroda, 54(2), 184-190.
https://www.researchgate.net/publication/374443239 IMPAC
T_OF _HR_PRACTICES ON_EMPLOYEE JOB_SATISFA
CTION_IN_TCS
Chadha, S. (2024, April 23). Linking variable pay to
attendance: What's the TCS row over bonus pay? Business
Standard. https://www.business-
standard.com/finance/personal-finance/linking-variable-pay-
to-attendance-what-s-the-tcs-row-over-bonus-pay-
124042300305 _1.html
Cook, W. D., Ramoén, N., Ruiz, J. L., Sirvent, 1., & Zhu, J.
(2018). DEA-based benchmarking for performance evaluation
in pay-for-performance incentive plans. arXiv preprint.
https://arxiv.org/abs/1804.06634
ETtech. (2025, February 7). TCS rolls out quarterly variable
pay, senior employees get lower outlay. The Economic Times.
https://economictimes.indiatimes.com/tech/information-
tech/tes-rolls-out-quarterly-variable-pay-senior-employees-
get-lower-outlay/articleshow/117976844.cms
Lehmann, J., & Beckmann, M. (2024). Digital technologies and
performance incentives: Evidence from businesses in the Swiss
economy. arXiv preprint. https://arxiv.org/abs/2412.12780
Li, A., & Yang, M. (2018). Optimal incentive contract with
endogenous monitoring technology. arXiv  preprint.
https://arxiv.org/abs/1810.11471
Naidu, K. (2023, July 12). TCS assures 70% employees will
receive full variable pay. The Economic Times.
https://economictimes.indiatimes.com/markets/stocks/news/tc
s-assures-70-employees-will-receive-full-variable-
pay/articleshow/101703336.cms
Papineni, S. L. V., Reddy, A. M., Yarlagadda, S., Yarlagadda,
S., & Akkinen, H. (2021). An extensive analytical approach on
human resources using random forest algorithm. arXiv
preprint. https://arxiv.org/abs/2105.07855
Priyadarshini, P. (2020). Employee retention strategy in IT
industry: A case study of TCS Ltd. International Journal of
Research in Commerce, IT & Management, 10(1), 10-15.
https://www.academia.edu/78902415/Employee_Retention_ St
rategy in It Industry A Case Study of TCS LTD
Shinde, R. (2018, January 13). TCS employees get 100%
variable pay. The Economic Times.
https://economictimes.indiatimes.com/tech/ites/tcs-
employees-get-100-variable-pay/articleshow/62482294.cms
The Australian. (2024, June). Happier staff bring greater
profits. The Australian.
https://www.theaustralian.com.au/business/the-deal-
magazine/happier-staff-bring-greater-profits/news-
story/77610c02d0fcc6bf98733be996565960

© 2025,]JSREM | www.ijsrem.com

DOI: 10.55041/IJSREM50517 | Page 5


http://www.ijsrem.com/
https://www.researchgate.net/publication/374443239_IMPACT_OF_HR_PRACTICES_ON_EMPLOYEE_JOB_SATISFACTION_IN_TCS
https://www.researchgate.net/publication/374443239_IMPACT_OF_HR_PRACTICES_ON_EMPLOYEE_JOB_SATISFACTION_IN_TCS
https://www.researchgate.net/publication/374443239_IMPACT_OF_HR_PRACTICES_ON_EMPLOYEE_JOB_SATISFACTION_IN_TCS
https://www.business-standard.com/finance/personal-finance/linking-variable-pay-to-attendance-what-s-the-tcs-row-over-bonus-pay-124042300305_1.html
https://www.business-standard.com/finance/personal-finance/linking-variable-pay-to-attendance-what-s-the-tcs-row-over-bonus-pay-124042300305_1.html
https://www.business-standard.com/finance/personal-finance/linking-variable-pay-to-attendance-what-s-the-tcs-row-over-bonus-pay-124042300305_1.html
https://www.business-standard.com/finance/personal-finance/linking-variable-pay-to-attendance-what-s-the-tcs-row-over-bonus-pay-124042300305_1.html
https://arxiv.org/abs/1804.06634
https://economictimes.indiatimes.com/tech/information-tech/tcs-rolls-out-quarterly-variable-pay-senior-employees-get-lower-outlay/articleshow/117976844.cms
https://economictimes.indiatimes.com/tech/information-tech/tcs-rolls-out-quarterly-variable-pay-senior-employees-get-lower-outlay/articleshow/117976844.cms
https://economictimes.indiatimes.com/tech/information-tech/tcs-rolls-out-quarterly-variable-pay-senior-employees-get-lower-outlay/articleshow/117976844.cms
https://arxiv.org/abs/2412.12780
https://arxiv.org/abs/1810.11471
https://economictimes.indiatimes.com/markets/stocks/news/tcs-assures-70-employees-will-receive-full-variable-pay/articleshow/101703336.cms
https://economictimes.indiatimes.com/markets/stocks/news/tcs-assures-70-employees-will-receive-full-variable-pay/articleshow/101703336.cms
https://economictimes.indiatimes.com/markets/stocks/news/tcs-assures-70-employees-will-receive-full-variable-pay/articleshow/101703336.cms
https://arxiv.org/abs/2105.07855

SJIF RATING: 8.586 ISSN: 2582-3930

The Australian. (2025, June). Win on pay but productivity goes
begging. The Australian.
https://www.theaustralian.com.au/nation/minimum-wage-rise-
fair-work-awards-32-a-week-rise-for-lowpaid/news-
story/f8£523fdcf4059a77acal 6657adbe7f2

The New Yorker. (2025, March). The hollow core of Elon
Musk's  productivity  dogma. The  New  Yorker.
https://www.newyorker.com/culture/office-space/the-hollow-
core-of-elon-musks-productivity-dogma

The Times of India. (2024, July 12). How TCS got 70%
employees back to office by linking variable pay to attendance;
others penalised monetarily. The Times of India.
https://timesofindia.indiatimes.com/business/india-
business/how-tcs-got-70-employees-back-to-office-by-
linking-variable-pay-to-attendance-others-penalised-
monetarily/articleshow/111679529.cms

The Wall Street Journal. (2024, October). The big shift from
salaries to bonus-based pay. The Wall Street Journal.
https://www.wsj.com/lifestyle/careers/worker-salary-
performance-pay-bonuses-6f916a69

© 2025,IJSREM | www.ijsrem.com DOI: 10.55041/IJSREM50517 | Page6



http://www.ijsrem.com/

