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Abstract

Gender diversity and inclusion have become strategic priorities for organizations seeking sustainable growth
and improved organizational performance. Simultaneously, the implementation of the Goods and Services
Tax (GST) in India has enhanced transparency in payroll administration, employee compensation, and
human resource management practices. This study investigates the relationship between gender diversity,
inclusion initiatives, and GST-enabled transparency in Indian corporate organizations. A descriptive and
analytical research design was adopted using data collected from 200 employees through structured
questionnaires. Statistical tools including Cronbach’s Alpha, Mean Score Analysis, Chi-Square Test,
Correlation Analysis, and Multiple Regression Analysis were employed. The findings reveal that gender
diversity initiatives positively influence employee satisfaction, organizational commitment, and retention.
Furthermore, GST-enabled payroll transparency significantly improves perceptions of workplace equality
and compensation fairness. The study concludes that integrating diversity initiatives with transparent HR
systems contributes to higher organizational performance and sustainable workforce development.
Keywords— Gender Diversity, Inclusion, GST, Payroll Transparency, Employee Satisfaction,
Organizational Performance, Human Resource Management.

L. INTRODUCTION

In recent years, diversity and inclusion have emerged as essential components of effective human resource
management. Organizations increasingly recognize that diverse workforces foster innovation, creativity,
employee engagement, and sustainable competitive advantage. Despite significant progress, gender
disparities continue to exist in leadership representation, compensation equity, career advancement
opportunities, and workplace participation.

The introduction of GST in India transformed organizational financial and compliance systems. Beyond

taxation, GST enhanced transparency in payroll administration, compensation management, employee

© 2026, IJSREM | www.ijsrem.com DOI: 10.55041/IJSREM.GSTC0S021 | Page 1


http://www.ijsrem.com/

¢a" TRy

‘{IJSREM\
&" i7 International Journal of Scientific Research in Engineering and Management (IJSREM)
fa) Conference - Volume 10 GSTCOS -2026 SJIF Rating: 8.659 ISSN: 2582-3930

benefits administration, and workforce documentation. Such transparency has important implications for
workplace equality and inclusive human resource practices.

This study examines the extent to which GST-enabled transparency supports gender diversity and inclusion
initiatives within Indian corporate organizations and evaluates their combined impact on organizational
outcomes.

II. REVIEW OF LITERATURE

Previous studies have emphasized the importance of diversity and inclusion in achieving organizational
success. Sharma and Gupta (2022) reported that gender-diverse organizations demonstrate higher
productivity and improved financial performance. Patel and Singh (2021) identified organizational culture
and unconscious bias as major barriers to workplace inclusion.

Nair and Joseph (2023) found that diversity training programs significantly improve employee perceptions
of inclusion and belongingness. Kumar and Rao (2020) highlighted the role of leadership commitment in
promoting workplace equality and employee engagement.

Verma and Bansal (2021) observed that GST implementation improved payroll transparency and
compensation management practices in Indian organizations. Gupta and Agarwal (2024) further noted that
transparent payroll systems reduce employee concerns regarding compensation fairness and workplace
discrimination.

Although previous studies have independently examined diversity and GST-related HR practices, limited
research has explored the relationship between GST-enabled transparency and workplace inclusion. This
study addresses this research gap.

II1. RESEARCH OBJECTIVES

The objectives of the study are:

1. To examine the influence of gender diversity and inclusion practices on employee
satisfaction.

2. To evaluate the impact of GST-enabled payroll transparency on workplace equality.

3. To assess the relationship between inclusion initiatives and organizational performance.
4. To analyze the contribution of diversity programs toward employee retention.

5. To identify organizational challenges associated with workplace inclusion.

IV. RESEARCH HYPOTHESES

H1: Gender diversity and inclusion practices significantly influence employee satisfaction.
H2: GST-enabled payroll transparency positively affects perceptions of workplace equality.
H3: Inclusive HR interventions significantly improve organizational performance.

H4: There is a significant relationship between diversity initiatives and employee retention.
V. RESEARCH METHODOLOGY

A. Research Design

The study adopted a descriptive and analytical research design.

© 2026, IJSREM | www.ijsrem.com DOI: 10.55041/IJSREM.GSTC0S021 | Page 2


http://www.ijsrem.com/

| S8 \zk‘

AJIJSREM."
@" International Journal of Scientific Research in Engineering and Management (IJSREM)
fa) Conference - Volume 10 GSTCOS -2026 SJIF Rating: 8.659 ISSN: 2582-3930

B. Variables

Independent Variables

. Gender diversity practices

. Inclusive HR policies

o GST-related payroll transparency

o Employee benefit management
Dependent Variables

o Employee satisfaction

o Employee retention

. Organizational performance

o Organizational commitment

C. Data Sources

Primary data were collected through structured questionnaires distributed to employees working in Indian
corporate organizations. Secondary data were collected from journals, government reports, GST
publications, conference proceedings, and corporate sustainability reports.

D. Sample Design

. Sample Size: 200 Respondents
. Sampling Technique: Convenience Sampling
o Target Population: Employees working in Indian corporate organizations.

E. Statistical Tools

The collected data were analyzed using:

1. Percentage Analysis

2. Mean Score Analysis

3. Reliability Analysis (Cronbach’s Alpha)
4. Chi-Square Test

5. Correlation Analysis

6. Multiple Regression Analysis
VI. RESULTS AND ANALYSIS
A. Reliability Analysis
TABLE 1. RELIABILITY STATISTICS
Scale Cronbach’s Alpha

Gender Diversity & Inclusion Scale | 0.884
GST-related HR Practices Scale 0.861

Organizational Outcomes Scale 0.902

The Cronbach’s Alpha values exceed 0.70, indicating strong reliability and internal consistency of the

measurement scales.
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B. Mean Score Analysis
TABLE II. MEAN SCORES OF STUDY VARIABLES

Variable Mean Score
Equal Opportunity Practices 4.12
Payroll Transparency under GST | 4.05
Inclusion Policies 4.18
Employee Satisfaction 4.10
Organizational Commitment 4.06

Respondents generally agreed that diversity and inclusion initiatives positively influence workplace
experiences and organizational outcomes.

C. Chi-Square Analysis

TABLE III. RELATIONSHIP BETWEEN GENDER AND PERCEPTION OF INCLUSION

Statistic Value
Chi-Square | 14.86
p-value 0.002

Since p < 0.05, the null hypothesis is rejected. A statistically significant association exists between
employee gender and perceptions of workplace inclusion.

D. Correlation Analysis

TABLE IV. CORRELATION RESULTS

Variables Correlation (1)

Inclusion Policies and Satisfaction 0.721

Payroll Transparency and Equality Perception | 0.685

Diversity Programs and Retention 0.748

The results indicate strong positive relationships among the study variables. Organizations implementing
effective diversity programs and transparent payroll systems demonstrate higher employee satisfaction and
retention.

E. Multiple Regression Analysis

TABLE V. MULTIPLE REGRESSION RESULTS

Predictor Beta Value | Significance
Diversity Practices 0.391 0.000
Payroll Transparency | 0.286 0.003
Inclusion Programs | 0.425 0.000

The regression analysis reveals that inclusion programs and diversity practices significantly predict

organizational performance. Inclusion programs exhibit the strongest influence among all predictors.
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VII. DISCUSSION

The findings indicate that gender diversity positively influences employee satisfaction, commitment, and
retention. GST-enabled payroll transparency enhances employee perceptions of compensation fairness and
workplace equality. Although women continue to face barriers such as unconscious bias and limited
leadership opportunities, organizations adopting diversity training, flexible work arrangements, and
inclusive HR policies demonstrate stronger organizational outcomes.

The strong positive relationships identified through correlation and regression analyses suggest that
diversity initiatives and transparent compensation systems jointly contribute to organizational success.
These findings support prior research emphasizing the strategic value of inclusion and transparent
governance mechanisms.

VIII. MANAGERIAL IMPLICATIONS

Organizations should establish transparent compensation systems, strengthen diversity and inclusion
programs, increase women’s representation in leadership positions, and implement regular diversity training
initiatives. HR departments should leverage GST-enabled payroll systems to ensure fairness, monitor gender
pay equity, and promote inclusive recruitment and promotion practices.

IX. LIMITATIONS OF THE STUDY

1. The study is limited to selected Indian corporate employees.

2 Responses are based on individual perceptions and may involve respondent bias.
3. Time and resource constraints restricted broader sample coverage.

4 Findings may not be generalized to all industries and organizational contexts.

X. FUTURE RESEARCH DIRECTIONS

Future studies may:

1. Conduct longitudinal research to evaluate long-term diversity outcomes.

2. Compare diversity practices across industries and organizational sizes.

3. Examine additional diversity dimensions such as age, disability, and cultural diversity.

4. Utilize Structural Equation Modeling (SEM) to explore causal relationships.

5. Investigate the role of artificial intelligence and digital HR systems in promoting workplace

inclusion.

XI. CONCLUSION

Gender diversity and inclusion are critical drivers of organizational effectiveness in modern Indian
corporations. The implementation of GST has improved transparency in payroll administration, employee
compensation, and benefit management, thereby supporting equitable workplace practices. The study
demonstrates that diversity initiatives positively affect employee satisfaction, retention, organizational
commitment, and business performance. Organizations that integrate inclusive HR strategies with GST-
enabled transparency mechanisms are better positioned to achieve sustainable growth and competitive

advantage.
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