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Abstract: The concept of emotional salary refers to the non-monetary rewards granted to workers,
focusing on improving interpersonal relationships, strengthening productivity, and enhancing the
competitiveness of organizations. The topic of emotional salary is still recent and lacks empirical
studies demonstrating its beneficial effects for both workers (e.g., job satisfaction) and organizations
(e.g., performance). Therefore, to expand knowledge about the benefits of emotional salary, the
present study used the self-determination theory to hypothesize that motivation and satisfaction
would serve as affective mechanisms linking emotional salary to workers’ performance. Through
a non-experimental correlational study, an online questionnaire was administered to 215 workers
from various organizations. The results showed that emotional salary influenced performance (task,
contextual, and adaptive) by increasing motivation and job satisfaction. The results also indicated
evidence of a serial mediation path between emotional salary, motivation, satisfaction, and then
performance. From a management perspective, considering emotional salary as an organizational
resource capable of motivating and satisfying workers is a starting point for acknowledging the
practical and theoretical importance of this concept, as well as a strategy to contribute to organiza-
tional sustainability.

Keywords: emotional salary; motivation; satisfaction; performance; organizational sustainability;
serial mediation

1. Introduction

Currently, new and sustainable methods and practices of employee compensation
based on their performance in the organization have emerged. One recently introduced
approach is emotional salary. This is a practice aimed at addressing the personal and
professional needs of employees that monetary compensation alone cannot fulfill [1].

According to Huete [2], emotional salary is the ability to make people feel well com-
pensated for their efforts with something more than money. Plus, Martínez, Cagua, and
Gómez [3] defined it as the non-monetary reasons that lead a worker to carry out their
activities happily and committed to the organization. Gómez [4] emphasized that rewards
should be directed toward satisfying the emotional and psychological needs of workers, as
these influence their emotional well-being and productivity and the organization’s com-
petitiveness. Emotional salary is framed in sustainable organizational practices because it
aims to create conditions for employees to feel motivated and happier at work. Therefore,
emotional salary should be part of the company’s strategic planning, as one of the orga-
nizational objectives that, in turn, motivates employees [5]. Therefore, there are various
definitions of emotional salary, but they all lead to the same conclusion: emotional salary is
a non-monetary reward to motivate the employee.

Nevertheless, research on emotional salary is still scarce. In other words, despite the
assumption that emotional salary can motivate and satisfy employees, as well as positively
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influence certain organizational outcomes, to date, there are still few studies demonstrating
its beneficial effect on performance (task, contextual, and adaptive) [6].

Therefore, this study used the self-determination theory [7] as a theoretical framework
to examine how emotional salary can positively influence performance. SDT has shifted
its focus toward various forms of motivation, ranging from autonomous to controlled
motivation, to predict outcomes such as performance. The theory differentiates between
autonomous and controlled motivations. Autonomous motivation entails acting with
a complete sense of volition, endorsement, and choice, while being controlled involves
feeling externally pressured or compelled to behave, whether due to the promise of a
contingent reward, fear of punishment, ego involvement, or other external factors. SDT
further proposes that there are fundamental psychological needs that must be universally
fulfilled for individuals to undergo continuous growth, maintain integrity, and experience
overall well-being and satisfaction. These essential needs include the need for competence,
autonomy, and relatedness.

Numerous studies have demonstrated that individuals who are autonomously moti-
vated, either by intrinsic motivation or well-internalized (and thus autonomous) forms of
extrinsic motivation, exhibit higher levels of interest and satisfaction, leading to improved
performance [7]. Hence, relying on the SDT, we argued that emotional salary will promote
conditions for employees to experience autonomous motivation that will help them to
fulfill their competence, autonomy, and relatedness needs. This, in turn, will make them
more satisfied with their work and, as a result, lead to improved performance. As such,
this study aimed to (1) analyze the relation between emotional salary and (a) motivation,
(b) satisfaction, and (c) performance, and (2) test the mediating role of (a) motivation and
(b) satisfaction in the relation between emotional salary and performance.

Considering the previously mentioned, it is of utmost relevance to investigate the
mechanisms that connect emotional salary to performance. Only in this way will it be
possible to advance knowledge about this phenomenon, outline the concept of emotional
salary more consistently, understand its components, and ultimately draw theoretical and
practical conclusions about it. Everyone is unique with distinct needs, so it is crucial to
understand what each person needs before applying emotional salary. A worker with a
family will not have the same needs and ambitions as a young and single worker, so it
does not make sense for a company to provide both with a daycare voucher, for example.
Therefore, understanding the practical implications that emotional salary can bring to
companies and how they can address them becomes fundamental.

2. Theoretical Framework
2.1. Emotional Salary

One of the methods that organizations have used to reward employees for their
performance is economic compensation, i.e., monetary remuneration [8]. However, a
recent challenge has emerged for modern organizations—talent retention. This may be
because organizations seem to assume that the only form of compensation for employees
is economic and not emotional [9]. It was in this context that the concept of emotional
salary emerged.

The emotional salary is about rewarding employees with something more than mon-
etary compensation, addressing their psychological and emotional needs, both personal
and professional, as a way to add value and improve their quality of life [8]. According to
Puyal [10], emotional salary should include satisfaction, both in terms of quality and quan-
tity, considering that each employee has different needs and interests. Also, González and
De Avice [11] defined emotional salary as all non-economic rewards that a worker receives
to help meet their personal and family needs; it essentially has a non-monetary nature with
a symbolic impact on people’s quality of life and productivity. For Salvador-Moreno and
colleagues [5], emotional salary encompasses three factors that foster employee satisfac-
tion and enable professional and family development: a positive work environment (e.g.,
having positive relationships with colleagues), opportunities for personal and professional
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development (e.g., training, workshops, coaching), and flexibility given to the worker
(e.g., telework or flexible hours). Emotional salary should therefore be an organizational
strategy based on the individual characteristics and flexibilities of each employee without
implying monetary expenses [12], as emotional salary should correspond to creative and
personalized actions that lead to the satisfaction of each worker [5].

In summary, emotional salary is more than tangible benefits; instead, it focuses on
providing intangible benefits that address the needs of workers and contribute to improving
their motivation and satisfaction with work and life in general.

2.2. The Relation between Emotional Salary and Performance

Performance is a factor of competitiveness for organizations and is one of the main
outputs, generating value for individuals and organizations. For several authors, perfor-
mance is a behavioral construct that allows the achievement of organizationally significant
objectives through an action or a set of actions [13]. It has also been proposed as a multidi-
mensional construct, including three dimensions: adaptive performance, task performance,
and contextual performance [14].

Currently, adaptation is one of the main essential capabilities for the survival and
success of an organization; thus, adaptive performance relates to work behaviors that
enable individuals to adapt to change and uncertain situations, as well as their integration
into contexts with different people and cultures. Adaptive performance is a determining
factor for the growth, development, and success of organizations and employees [15]. For
example, adapting to new software is part of adaptive performance.

Task performance, on the other hand, is specific to the type of work or formal function,
influenced mainly by individuals’ capabilities and knowledge, and is associated with
formal reward systems [16]. Thus, task performance encompasses a set of requirements
described and established by the function [17]. For example, achieving task goals is an
indicator of task performance.

In turn, contextual performance consists of behaviors that do not directly contribute
to organizational performance but positively promote the social and psychological environ-
ment of organizations. It includes activities that cut across most jobs and are influenced by
motivation and personality; further, unlike task performance, it is not rewarded by formal
reward systems [16] but can be enhanced through practices of emotional salary. Helping a
colleague is an example of contextual performance.

The relation between salary policy, benefits, and performance has shown that com-
pensation and benefits policies impact employee turnover, performance, and attitudes.
Companies need to maintain a balanced relationship between incentives and contributions,
as each employee makes contributions to the organization in terms of work, dedication,
effort, and time while receiving incentives in return, such as salary, benefits, recognition,
awards, and promotions. Organizations, in turn, are willing to incur certain costs to obtain
results and contributions from employees. Thus, each party invests to obtain returns from
the other, comparing costs and benefits—as argued by the norm of reciprocity proposed by
social exchange theory [18,19].

Emotional salary has been approached as a contribution to improving job performance,
taking into account the non-monetary benefits and compensations offered to employees [20].
According to Cervantes [21], an employee’s value is measured through their performance
and the value that this contribution adds to the organization, not by the overtime hours
worked, for example. Buqueras and Cagigas [22] indicated that an employee’s performance
decreases after a certain number of hours worked, which is entirely natural, leading to the
establishment of a standard daily working schedule, such as 8 h. These authors commented
that having a rewarding presence is not synonymous with good performance but rather
working toward goals and results. This does not mean working less but rather doing
it better, optimizing time through punctuality, planning, and organizing time and tasks,
among other factors [22]. Therefore, organizations that focus on time management can gain
a competitive advantage in the medium and long term, reflected in the optimization of
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working time; flexible schedules; the balance between the employee’s personal, professional,
and family life; and consequently, increased levels of productivity and performance [22].

According to Marshall [23], establishing compensation or salary incentives based on
performance is certainly a way to stimulate the growth of productivity, which is equally
reflected in the performance of workers. Therefore, it is said that emotional salary has
the primary purpose of developing a more productive and meaningful life for workers
and, thus, promoting the balance between professional and personal life. This benefit is
used by companies seeking to increase their standards of quality and productivity while
simultaneously reducing absenteeism and turnover rates [6].

Thus, relying on the central asset of the social exchange theory, the reciprocity norm [19],
we hypothesized the following:

Hypothesis 1. Emotional salary has a positive relation with (a) adaptive, (b) task, and (c) contex-
tual performance.

2.3. The Mediating Role of Motivation

Motivation and satisfaction play a crucial role in employees’ behavior and attitudes.
The self-determination theory (SDT; [24,25]) is a theory of human motivation that has
demonstrated effectiveness in predicting motivated behavior across various contexts and
populations and for a variety of behaviors [24], including performance [7,26,27]. The
principles of the self-determination theory consider that individuals’ motivations are
different, determined, and guided by contexts of psychological needs, naturally manifesting
in distinct ways. This complexity makes motivation a multidetermined phenomenon that
can only be inferred by observing behavior, whether in real performance situations or
through self-reporting [28,29]. The SDT is unique among motivation theories due to its
focus on the quality of motivation, not just quantity [30]. This theory emphasizes the
importance of the type of motivation driving people’s behavior, along with considerations
of the degree to which individuals are motivated.

Central to the theory is the distinction between self-determined or autonomous forms
of motivation and non-self-determined or controlled forms [7,24]. These motivational
subtypes reflect the degree to which actions are fully endorsed by the individual. This
suggests that there are two types of motivation guiding behavior: extrinsic motivation (i.e.,
to obtain a reward or consequence separate from the activity itself) and intrinsic motivation
(i.e., doing something because of an inherent inclination or interest; [31]). Furthermore,
extrinsic motivation can be divided into four types, ranging from less to more autonomous:
external (i.e., for reward or praise), introjected (i.e., to avoid guilt or anxiety), identified
(e.g., because the person sees value in the activity), and integrated (e.g., because the person
has internalized the reasons for engaging in the behavior; [31]).

Another key premise of the theory is that the quality of individuals’ motivation when
they act is determined by the extent to which they see their actions as consistent and in
service of three basic psychological needs—autonomy, competence, and relatedness [7,24].
These needs are considered universal and are implicated in the process that gives rise to
the type of motivation experienced in behavioral contexts (i.e., features) of each of the
three psychological needs. The need for autonomy reflects actions freely chosen and self-
endorsed, reflecting individuals’ need to have a sense of ownership and responsibility
for their actions. The need for competence refers to the experience of being effective in
one’s environment, mastering tasks mentally or physically, tackling challenging tasks, and
perceiving that one has sufficient capability to perform actions. The need for relatedness
reflects the need to feel accepted and respected and to create a mutual bond with other
important individuals [7,24]. Some studies have reinforced the primacy of the needs
for autonomy, competence, and relatedness above other needs [32] and across different
contexts [33]. Furthermore, it has been demonstrated that the satisfaction of these needs
mediates the associations between autonomous motivation and behavioral persistence
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in multiple contexts, including performance behaviors [26]. Similarly, it has been shown
that the frustration of these basic psychological needs mediates the associations between
controlled forms of motivation, behavioral distancing, and lower performance [34].

When employees lack motivation, the problem, most of the time, lies in one of five ar-
eas: in selection; in goal setting; in the performance evaluation system; in the reward system;
or in the manager’s inability to align the employee’s perspectives with the performance
evaluation and reward system [35].

Salary can have a significant impact on motivation; however, merely paying high
salary levels does not guarantee motivation for performance. As Caetano and Vala [35]
pointed out, individuals accustomed to high salaries tend not to give as much importance
to money, and therefore, salary alone is not sufficient to motivate performance. Koopmans
and colleagues [14] also asserted that, despite fixed compensation still prevailing in most
organizations, it cannot motivate people; it functions only as a stable factor and does not
encourage the acceptance of risks and responsibilities. It has become insufficient to motivate
and encourage people to exhibit proactive, entrepreneurial, and effective behavior in the
pursuit of goals and excellent results. Motivation continues to be a function of aspects such
as the perception of mobility opportunities, flexible working hours, career advancement,
positive relationships in the organization, and satisfaction with and at work, among other
variables grounded in emotional salary and organizational benefits [30]. Other aspects to
consider for achieving motivation at work include employment, professional development,
autonomy and participation, work environment, working conditions, and recognition
of achievements [36]. The rewards system and salary practices can have a greater or
lesser impact on attracting and retaining individuals, potentially motivating performance-
oriented behaviors [36]. One of the benefits of motivation at work is the commitment
achieved by employees, as they tend to work in alignment with the management’s proposed
strategy, contribute with innovative and creative ideas, and perform better [37].

Therefore, using the premises underlying the SDT, the following hypothesis was formulated:

Hypothesis 2. Motivation mediates the positive relation between emotional salary and (a) adaptive,
(b) task, and (c) contextual performance.

2.4. The Mediating Role of Satisfaction

Motivation appears to be a predictor of job satisfaction [38]. Among the proposed
definitions, one of the most accepted and used in the literature is that of Locke [39]; accord-
ing to him, satisfaction allows for a positive emotional state if the worker’s expectations,
desires, and needs are fulfilled. For Locke [39], job satisfaction is related to the content of
the job, promotion opportunities, recognition, working conditions, the work environment,
relationships with others, supervision and leadership characteristics, and organizational
policies (e.g., salary).

Job satisfaction is an indicator of the extent to which people enjoy their work [40].
Satisfaction itself is an attitude resulting from the interpretation of conditions or situations
that allow individuals to meet their needs and interests [41]. In the workplace, this state is
achieved through strategies implemented by companies that care about the needs of their
employees [42] and ensure a positive work environment [43]. Thus, it can be concluded
that satisfaction is an emotional response and an attitude that occurs as a result of the
interaction between workers’ values regarding their work and the benefits gained from it,
seen as a crucial condition for the effective performance of organizations [42,44].

Considering that job satisfaction can affect organizational processes, product quality,
and expected productivity, workers are relevant resources that need to be kept motivated
and satisfied [45] as they determine performance [46]. Job satisfaction has been linked
to performance, as it corresponds to “more satisfied workers are more productive” [19].
Although monetary salary is an important factor, it is not the only one that promotes em-
ployee motivation and satisfaction [47]. Currently, the job market is much more competitive,
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and organizations must adopt strategies to adapt to the new challenges and interests of
internal and external stakeholders [48]. Addressing individual needs of employees involves
addressing the delivery of benefits that may be included in an emotional salary plan that
contributes to increasing productivity, performance, and satisfaction levels [42].

Thereby, relying on the literature, the following hypothesis was defined:

Hypothesis 3. Motivation mediates the positive relation between emotional salary and job satisfaction.

2.5. The Serial Mediation Model

Emotional salary is associated with non-monetarily compensated activities that can
motivate employees, leaving them more satisfied and inclined to perform with increased
productivity [49]. According to SDT, organizational practices like emotional salary manage-
ment can help satisfy the needs for autonomy, competence, and relatedness [7]. Managing
emotional salary as a practice that creates conditions to meet workers’ needs is a motiva-
tional factor that autonomously determines performance-related behavior (e.g., helping a
colleague) by leaving the individual more satisfied.

To understand the factors influencing performance, many researchers have studied
practices such as fair compensation allocation or processes related to individual needs
to satisfy such requirements [50]. Most studies have suggested that benefits (tangible
and intangible) motivate individuals by satisfying their basic psychological needs [7].
Researchers have considered factors affecting an employee’s motivation and satisfaction.
For example, emotional salary has been regarded as an important predictor of motivation
for performance [51], with evidence demonstrating that motivation and satisfaction together
are the strongest predictors of performance [52]. Other research focused on motivation,
showing that motivated employees find it easier to regulate their emotions, feel satisfied,
and be productive [53,54]. A meta-analysis by Kammeyer-Mueller and colleagues [55] also
emphasized that satisfaction influences performance: those with higher satisfaction levels
tend to be more committed to work and exhibit higher performance levels, while those
with lower satisfaction levels tend to distance themselves from work and the organization,
resulting in lower performance levels.

Thus, based on SDT and the literature, the following hypothesis was formulated:

Hypothesis 4. Emotional salary has a positive relation with (a) adaptive, (b) task, and (c) contextual
performance through the mediation of motivation and, consequently, through job satisfaction (see
Figure 1).
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3. Methods
3.1. Procedure and Participants

The Ethics committee of the first author’s university approved the study before its
conduction. For data collection, a questionnaire was developed and made available on
the Google Forms platform, distributed electronically via email to contacts within the
researchers’ professional network. Hence, a convenience non-probabilistic sampling was
employed, using Portuguese workers. The electronic access to the form facilitated the
efficiency of data acquisition. Before responding to the questionnaire, participants were
provided with information about the study’s objectives and the assurance of anonymity
and confidentiality. Participants were also asked to sign an informed consent form before
receiving the questionnaire link; after signing and sending the consent via email, partici-
pants received a new email containing the link to the questionnaire. Out of the 303 emails
sent, 215 valid responses were received (response rate = 71%). Data collection took place
over a week, from 9 February 2023 to 16 February 2023.

From the overall sample, 69% were female with a mean age of 33 years old (SD = 11.91)
and a mean organizational tenure of 11.57 years (SD = 11.18). Participants reported working
about 38.56 h per week (SD = 13.32). Most participants had at least a graduate degree
(51.6%) followed by those who had a high school diploma (42%).

3.2. Measures

To measure emotional salary, the Emotional Salary Questionnaire [5] was used. It
included 18 items divided into three dimensions: environment (e.g., “developed friendships
with colleagues”), development (e.g., “there are opportunities for career progression based
on merit”), and flexibility (e.g., “has flexibility in working hours in case of emergencies”).
We averaged the composite measure of overall emotional salary. Participants responded on
a five-point Likert scale (1—never; 5—always). The scale’s Cronbach’s alpha was 0.95.

Performance was measured using two questionnaires. First, three items from the
Individual Adaptive Performance Scale [13] were used to measure adaptive performance.
An example item is “I adapt well to changes in main tasks.” Participants indicated their
responses on a 5-point Likert scale (1—very little; 5—very much). The scale’s Cronbach’s
alpha was 0.81. To measure contextual (e.g., “I take on challenging tasks when available”)
and task performance (e.g., “I can manage my time well at work”), six items from the
Individual Work Performance Questionnaire [14] were used. Responses were given on a
5-point Likert scale (1—never/almost never; 5—always/almost always). The Cronbach’s alpha
was 0.74 (for contextual performance) and 0.73 for task performance.

To measure job satisfaction, three items from the Job Satisfaction Survey by Sharma and
Stol [56] were used to measure satisfaction. An example item is “I am satisfied with my
job.” Responses were given on a 5-point Likert scale (1—completely disagree to 5—completely
agree). The Cronbach’s alpha was 0.74.

To measure motivation, the Basic Psychological Need Satisfaction at Work Scale [57]
was used. Two items were used for measuring competence (e.g., “I have felt competent
and capable.”), two for autonomy (e.g., “I have felt that I can be myself at work.”), and
two for relatedness (e.g., “I feel close and connected to people at work.”). We averaged the
composite measure of overall motivation. Responses were given on a 5-point Likert scale
(1—not at all to 5—extremely). Cronbach’s alpha varied between 0.74 and 0.87.

Regarding control variables, sex, and age were used to control for the model’s effect, as
some studies have shown variations in the mediating variables (motivation and satisfaction)
and the criterion variable (performance) according to the participant’s age group and
sex [24].

3.3. Data Analysis

To obtain results from the questionnaire used in the research, Google Forms, Excel, and
the Statistical Package for the Social Sciences (SPSS, version 29; https://www.ibm.com/
support/pages/downloading-ibm-spss-statistics-29, accessed on 5 January 2024) were

https://www.ibm.com/support/pages/downloading-ibm-spss-statistics-29
https://www.ibm.com/support/pages/downloading-ibm-spss-statistics-29
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employed. Initially, internal consistencies and descriptive analyses of the variables under
study, along with their correlations, were examined. Subsequently, to test hypotheses 1a–c,
linear regression analyses were conducted. Hypotheses 2 and 3 were tested using Model 4
from the PROCESS macro [58]. To examine hypothesis 4, i.e., the serial mediations, Model
6 from the PROCESS macro [58] was used. The variables were centered on their mean
values, and the bootstrapping method (5000 times) was employed to obtain confidence
intervals (CIs).

4. Results
4.1. Confirmatory Factor Analysis

First, the multivariate normality was assessed by checking Mardia’s statistics [59]
using the Web Power tool available at https://webpower.psychstat.org/models/kurtosis/
(accessed on 5 January 2024). This gives information about the skewness and kurtosis
coefficients and the p-value. Byrne [60] emphasized that Mardia’s standardized coefficient
should be greater than the threshold of 5 (p > 0.05) to consider the data to be normally
distributed. The result showed that the data followed multivariate normality (Mardia’s
coefficient skewness = 14.00, p > 0.05; Mardia’s coefficient kurtosis = 142.16, p > 0.05). Further, we
performed a full collinearity test, whereby the highest pathological VIF for all constructs
was 2.13, which is below the recommended threshold of 3.3 [61]; plus, tolerance values
ranged between 0.3 and 0.72; hence, multicollinearity was not an issue in this study.

Second, a confirmatory factor analysis (CFA) was conducted to test if the variables were
empirically distinct. Various model fit indices were considered to assess their acceptability.
A model is considered acceptable if the root mean square error of approximation (RMSEA)
is <0.06, the comparative fit index (CFI) is >0.90, the Tucker–Lewis index (TLI) is >0.90,
and the standardized root mean square residual (SRMR) is <0.08 [62]. Moreover, having
three to four fit indices within acceptable ranges is considered sufficient evidence for model
fit [63]. The result revealed that the four-factor measurement model (emotional salary
[environment, development, flexibility], motivation [autonomy, competence, relationship
needs], job satisfaction, and performance [adaptive, task, contextual]) had the best fit
to the data (χ2/df = 2.56, RMSEA = 0.08, CFI = 0.98, TLI = 0.98, SRMR = 0.07). It was
also compared with indices from alternative models: the three-factor model (combining
motivation and job satisfaction into a single latent factor along with emotional salary and
performance) (χ2/df = 3.78, RMSEA = 0.11, CFI = 0.97, TLI = 0.96, SRMR = 0.10) and
the two-factor model (combining motivation, job satisfaction, and performance into a
single latent factor along with emotional salary) (χ2/df = 4.63, RMSEA = 0.13, CFI = 0.96,
TLI = 0.96, SRMR = 0.10). Finally, a single-factor model combining all four variables as a
single latent factor was created. Comparing the goodness-of-fit statistics of the single-factor
model with the proposed model indicated insufficient fit (χ2/df = 8.30, RMSEA = 0.18,
CFI = 0.92, TLI = 0.92, SRMR = 0.14). This result also suggests that common method bias
did not pose a significant threat in this study.

4.2. Descriptive Statistics

Table 1 presents descriptive statistics, along with correlations and internal consistency
indices for the variables under study. According to Field [64], relatively small standard
deviations compared to the mean scores suggest that the calculated means represent the
observed data. The result of skewness and kurtosis levels shows that variable values were
not greater than 10 [65]. From the measurement model, composite reliability, discriminant
validity, convergent validity, and bivariate correlations of the variables under study are
presented in Table 1. As we can see, the composite reliability of variables was above the
recommended threshold of 0.70, in line with Fornell and Larcker [66]. The results of the
convergent validity, measuring how indicators of the latent construct correlate with each
other, revealed that the Average Variance Extracted (AVE) for all latent constructs in the
study was above 0.5. Discriminant validity also demonstrated that indicators for each
latent variable are distinct (see CFA results). Thus, reliability, convergent validity, and

https://webpower.psychstat.org/models/kurtosis/
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discriminant validity were confirmed for this study. Based on the validity of the instruments
used, hypotheses were then tested.

Table 1. Descriptive statistics.

Variable M SD 1 2 3 4 5 6 7 8 9 10 11 12

1. ES 3.63 1 0.88 (0.95)

2. Environment 3.80 1 0.91 0.95 ** (0.85)

3. Develop. 3.41 1 1.02 0.94 ** 0.86 ** (0.88)

4. Flex. 3.69 1 0.87 0.92 ** 0.83 ** 0.78 ** (0.88)

5. Aut. 3.74 1 0.98 0.33 ** 0.35 ** 0.31 ** 0.27 ** (0.74)

6. Comp. 3.69 1 0.99 0.39 ** 0.39 ** 0.37 ** 0.32 ** 0.75 ** (0.79)

7. Relat. 3.41 1 1.40 0.37 ** 0.40 ** 0.32 ** 0.33 ** 0.63 ** 0.66 ** (0.87)

8. Satisfaction 3.44 1 0.95 0.64 ** 0.60 ** 0.68 ** 0.50 ** 0.42 ** 0.47 ** 0.38 ** (0.74)

9. AP 3.92 1 0.80 0.55 ** 0.56 ** 0.48 ** 0.50 ** 0.44 ** 0.45 ** 0.39 ** 0.60 ** (0.81)

10. TP 3.82 1 0.85 0.44 ** 0.44 ** 0.41 ** 0.39 ** 0.49 ** 0.51 ** 0.34 ** 0.56 ** 0.64 ** (0.74)

11. CP 4.12 1 0.79 0.46 ** 0.50 ** 0.37 ** 0.44 ** 0.40 ** 0.39 ** 0.31 ** 0.49 ** 0.75 ** 0.58 ** (0.73)

12. Gender - - −0.05 −0.00 −0.07 −0.06 0.12 −0.00 0.08 0.05 0.22 ** 0.11 0.23 ** -

13. Age 32.99 11.91 −0.15 * −0.14 * −0.17 * −0.11 −0.01 0.08 −0.12 −0.14 * −0.08 0.01 −0.05 0.06

CR 0.86 0.87 0.88 0.88 0.86 0.88 0.90 0.83 0.87 0.82 0.86 -

AVE 0.68 0.70 0.71 0.71 0.69 0.72 0.76 0.63 0.70 0.62 0.67 -

Note: N = 215; * p < 0.05 ** p < 0.001. ES = emotional salary; Develop. = development; Flex. = flexibility;
Aut. = autonomy; Comp. = competence; Relac. = relatedness; AP = adaptive performance; TP = task performance;
CP = contextual performance; CR = composite reliability; AVE = Average Variance Extracted. 1 Scale from 1 to 5.
Cronbach alphas are in brackets.

4.3. Hypotheses Testing

To test the hypothetical model, a hierarchical linear regression analysis was conducted.
Additionally, the procedure proposed by Taylor et al. [67] was followed to test serial media-
tion. For the first hypothesis, emotional salary was regressed on performance (adaptive,
task, and contextual). To test hypothesis 2 (indirect effect of emotional salary on perfor-
mance via motivation), performance was regressed on motivation while controlling for
emotional salary. To test hypothesis 3 (indirect effect of emotional salary on job satisfaction
via motivation), job satisfaction was regressed on motivation while controlling for the effect
of emotional salary. Finally, to test hypothesis 4 (indirect effect of emotional salary on
performance through motivation and job satisfaction), performance was regressed on job
satisfaction while controlling for the effects of emotional salary and motivation. The pro-
posed indirect effect for hypotheses 2, 3, and 4 was examined through confidence interval
estimates (CIs) corrected using bootstrap analysis (5000 bootstrap samples). The results are
described in Table 2.

Hypothesis 1: Hypothesis 1 assumed that emotional salary significantly predicted
(a) adaptive, (b) task, and (c) contextual performance. The results of linear regression
showed that emotional salary had a positive and significant relation with (a) adaptive
performance (B = 0.50, F (1,213) = 92.54, p < 0.001 with R2 = 0.30), (b) task performance
(B = 0.43, F (1,213) = 52.45, p < 0.001 with R2 = 0.19), and (c) contextual performance (B = 0.42,
F (1,213) = 56.61, p < 0.001 with R2 = 0.21). Thus, hypotheses 1a–c were supported by the data.

For hypotheses 2a–c, bootstrap analysis results showed that the indirect effect of
emotional salary on (a) adaptive, (b) task, and (c) contextual performance through moti-
vation was significant (adaptive performance: B = 0.11; SE = 0.04, p < 0.01; 95% CI [0.05,
0.19]; task performance: B = 0.15; SE = 0.04, p < 0.01; 95% CI [0.08, 0.25]; and contextual
performance: B = 0.10; SE = 0.04, p < 0.01; 95% CI [0.04, 0.18]), supporting hypotheses 2a–c
(see Tables 2–4).
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Table 2. Hypothesis testing: results of the regression and indirect effects on adaptive performance.

Model 1 Model 2 Model 3

Motivation Satisfaction Adaptive
Performance

B SE b SE b SE

Intercept 1.63 ** 0.38 0.33 0.32 0.91 *** 0.27

Emotional salary 0.41 *** 0.07 0.54 *** 0.06 0.24 *** 0.06

Motivation - - 0.26 *** 0.06 0.21 ** 0.05

Satisfaction - - - - 0.34 *** 0.06

Gender a 0.18 0.13 0.13 0.10 0.34 ** 0.09

Age 0.00 0.00 −0.00 0.00 −0.00 0.00

F 15.20 *** 47.50 *** 38.52 ***

R2 0.18 0.48 0.48

Df 3, 211 4, 210 5, 209

Direct effect b 0.41 *** 0.07 0.54 *** 0.06 0.24 *** 0.06

Indirect effect c - - 0.18 ** 0.04 0.04 ** 0.01

CI 95% indirect effect - - 0.08 0.24 0.01 0.06

n = 215. Standardized regression coefficients. CI = Confidence interval. a 1 = male, 2 = female. b Direct effect of
emotional salary on motivation, job satisfaction, and adaptive performance. c Indirect effect of emotional salary
on job satisfaction transmitted through motivation (Model 2) and indirect effect of emotional salary on adaptive
performance transmitted through motivation and job satisfaction (Model 3). ** p < 0.01. *** p < 0.001.

Table 3. Hypothesis testing: results of regression and indirect effects on task performance.

Model 1 Model 2 Model 3

Motivation Satisfaction Task Performance

b SE b SE b SE

Intercept 2.05 ** 0.25 0.39 0.23 1.39 *** 0.23

Emotional salary 0.41 *** 0.07 0.54 *** 0.06 0.09 0.07

Motivation - - 0.26 *** 0.06 0.29 *** 0.06

Satisfaction - - - - 0.37 *** 0.07

Gender a 0.18 0.13 0.13 0.10 0.14 0.10

Age 0.00 0.00 −0.00 0.00 0.01 0.00

F 43.11 93.46 *** 45.68 ***

R2 0.17 0.47 0.40

Df 1, 213 2, 212 3, 211

Direct effect b 0.41 *** 0.07 0.54 *** 0.06 0.09 0.07

Indirect effect c - - 0.20 ** 0.05 0.04 ** 0.02

CI 95% indirect effect - - 0.12 0.30 0.01 0.16

n = 215. Unstandardized regression coefficients. CI = Confidence interval. a 1 = male, 2 = female. b Direct effect of
emotional salary on motivation, job satisfaction, and task performance. c Indirect effect of emotional salary on job
satisfaction transmitted through motivation (Model 2) and indirect effect of emotional salary on task performance
transmitted through motivation and job satisfaction (Model 3). ** p < 0.01. *** p < 0.001.
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Table 4. Hypothesis testing: results of regression and indirect effects on contextual performance.

Model 1 Model 2 Model 3

Motivation Satisfaction Contextual
Performance

b SE B SE b SE

Intercept 1.63 ** 0.38 0.33 0.33 1.41 *** 0.30

Emotional Salary 0.41 *** 0.07 0.54 *** 0.06 0.22 ** 0.07

Motivation - - 0.26 *** 0.06 0.20 ** 0.06

Satisfaction - - - - 0.22 ** 0.07

Gender a 0.18 0.13 0.13 0.10 0.37 ** 0.10

Age 0.00 0.00 −0.00 0.00 0.00 0.00

F 15.20 47.50 *** 23.13 ***

R2 0.18 0.48 0.36

Df 3, 211 4, 210 5, 209

Direct effect b 0.41 *** 0.07 0.58 *** 0.06 0.23 ** 0.07

Indirect effect c - - 0.14 ** 0.05 0.03 ** 0.01

CI 95% indirect effect - - 0.05 0.24 0.01 0.05

n = 215. Unstandardized regression coefficients. CI = Confidence interval. a 1 = male, 2 = female. b Direct effect of
emotional salary on motivation, job satisfaction, and contextual performance. c Indirect effect of emotional salary
on job satisfaction transmitted through motivation (Model 2) and indirect effect of emotional salary on contextual
performance transmitted through motivation and job satisfaction (Model 3). ** p < 0.01. *** p < 0.001.

The results for hypothesis 3 also showed that the indirect effect of emotional salary on
job satisfaction through motivation was significant (B = 0.11, SE = 0.04, 95% CI [0.05, 0.19]).
Therefore, hypothesis 3 was supported by the data.

Finally, results for hypothesis 4 (a–c) revealed that the serial indirect effect of emotional
salary on (a) adaptive, (b) task, and (c) contextual performance through motivation and
job satisfaction was significant (adaptive performance: B = 0.03; SE = 0.01, p < 0.01; 95%
CI [0.01, 0.06]; task performance: B = 0.04; SE = 0.02, p < 0.01; 95% CI [0.01, 0.07]; and
contextual performance: B = 0.03; SE = 0.01, p < 0.01; 95% CI [0.01, 0.05]), thus supporting
hypothesis 4a–c (see Figure 2 for a summary of results).
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5. Discussion

This study examines how emotional salary, as an organizational strategy, influences
performance (task, adaptive, and contextual). It hypothesizes a serial indirect effect in
which the satisfaction of three basic psychological needs and job satisfaction are identified
as explanatory mechanisms in the relation between emotional salary and performance.
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5.1. Theoretical Implications

First, the results show that emotional salary has a positive relation with (a) adaptive,
(b) task, and (c) contextual performance. In other words, the more organizations invest
in the strategy of creating emotional salary policies for their employees, the higher their
task, adaptive, and contextual performance tends to be. Despite there being few studies on
the role of emotional salary, Peñafiel and Zambrano [68] demonstrated that it positively
influenced the performance of workers in public institutions. Thus, emotional salary can
be a precursor to task, adaptive, and contextual performance.

Second, emotional salary has an indirect effect on performance through workers’ mo-
tivation. That is, emotional salary practices motivate workers to do more and better, as
evidenced by higher levels of task, contextual, and adaptive performance. Managing emo-
tional salary not only contributes to the organization’s competitiveness but also motivates
and values employees, encouraging them to seek a humane and balanced work activity.
Similar to other motivating job characteristics (autonomy), emotional salary may sustain
employees’ motivational states and encourage them to do more and better [69]. Thus, in
general, it can be concluded that managing emotional salary involves motivating workers,
and this motivation, in turn, translates into higher levels of performance.

Third, emotional salary has an indirect effect on job satisfaction through motivation.
This means that managing an emotional salary not only motivates workers but also tends
to make them more satisfied. Emotional salary is any form of non-monetary compensation,
remuneration, or consideration that a worker receives in exchange for their work. This
non-monetary compensation involves considering specific factors of the worker, such as
their family, hobbies, and emotional and physical state, and recognizing that each worker is
an individual with different needs [70]. Similarly, Carpio and colleagues [71] demonstrated
the positive impact of emotional salary on the job satisfaction of workers in small and
medium-sized enterprises. Additionally, Solís Granda and Burgos Villamar [72], in their
literature review, showed a significant positive correlation between emotional salary and job
satisfaction. Therefore, emotional salary should contribute positively to worker motivation
and satisfaction.

Finally, the results show that emotional salary has a positive indirect relation with
(a) adaptive, (b) task, and (c) contextual performance through motivation and, consequently,
job satisfaction. It can be observed that, in general, emotional salary influences motiva-
tion, which, in turn, makes individuals more satisfied with their work and, consequently,
enhances their performance. In other words, emotional salary influences performance
(task, contextual, and adaptive) by increasing motivation and job satisfaction. These results
reinforce the importance of emotional salary from the perspective of individual appre-
ciation and organizational competitiveness. When organizations have more motivated
and satisfied workers who strive for distinctive performance, they can achieve greater
profitability and organizational success [71]. Emotional salary is a non-economic reward
composed of extrinsic and intrinsic factors that motivate and satisfy the expectations and
needs of workers, providing them with well-being and willingness to contribute more to the
organization [73]. In summary, even though it is an underexplored topic [44], it appears that
emotional salary, motivation, and satisfaction influence employees’ performance, leading
to increased productivity and positive results for the organization.

5.2. Practical Implications

Emotional salary is a variable that appears to be relevant in the workplace for keeping
workers motivated, satisfied, and consequently, more engaged with their work and the
company’s objectives. It appears that organizations should pay attention to salary benefits
and how they can motivate and satisfy workers, taking into account the individual needs
of each one.

Despite the seemingly positive results of emotional salary, national and international
companies still hesitate to implement it, considering it an expense rather than an investment.
For instance, providing career plans, creating a relaxation space for employees, and offering
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gift vouchers, among other benefits, are viewed as an investment. Additionally, there
is uncertainty about whether these changes guarantee the retention, performance, and
motivation of employees [6].

It is becoming increasingly necessary for companies to resort to these methods to
gain a competitive advantage and generate human value. In a competitive world, it is
crucial to value and understand the needs of workers so that the organization can achieve
the desired results through implemented objectives. Many companies consider emotional
salary an essential factor in the organization. For example, Millennium BCP offers various
benefits to its employees, such as medical treatments at the Navarra clinic and fully paid
trips and accommodation for both the employee and their family [74]. Somague, for
instance, implements benefits that motivate employees, including health insurance and
private transportation. They also provide three extra days of vacation, payments for Via
Verde, childcare allowance, and gym memberships [75]. However, before considering the
implementation of emotional salary management, it is crucial to diagnose the needs of the
organization’s workers first. This ensures that benefits align with what each individual
needs and values. Failure to do so may result in the benefits gained through emotional
salary being lost.

For several years, some institutions have been investigating this topic, and only re-
cently has the need for reconciliation and harmonization between personal and professional
life been recognized. It is crucial for organizations to value this initiative and prioritize the
well-being of their employees so that they can attract, retain, and capitalize on talent within
the organization.

5.3. Limitations and Future Directions

One limitation of this study is the use of self-report measures and the limited sample
size. The small sample size makes it challenging to generalize the obtained results. On the
other hand, the use of self-report measures can introduce common method bias. However,
Junça-Silva and Menino [30] suggested that self-reports are a suitable method to collect data
on internal affective states, such as motivation and satisfaction. Plus, measures were taken
to understand the degree of common method bias in the data. According to the indicators
from confirmatory analyses, common method bias does not appear to be a significant issue
in the sample.

Moreover, despite the use of composite variables (emotional salary and motivation),
the indirect effects between the specific dimensions present the same pattern of results.

Furthermore, the cross-sectional nature of the data and the convenience sampling
design were also limitations that can limit the generalizability of the findings. Therefore,
future research should conduct longitudinal studies to cross-validate the findings.

Additionally, various professional occupations were covered; hence, it will be nec-
essary to test the model in different sectors and professional areas to determine if there
are sectors where the influence is more pronounced than others. For example, in the retail
and food industries, a major motivation challenge is the fact that workers receive very
low wages, and the chances of promotions or other benefits are limited. The more con-
ventional approaches observed in these sectors include offering flexible schedules and job
opportunities for students or individuals with lower financial needs.

It will also be important to consider studying the application of various salary benefits
in different professional areas and age ranges to understand how they can influence
motivation and, consequently, the performance of workers in equal or different ways.

Therefore, given the known positive relation of emotional salary with performance
and how it influences motivation and satisfaction, future studies should aim to identify how
organizations can implement this method, taking into account the needs of each worker, so
that they feel motivated and satisfied in their professional and personal lives.
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6. Conclusions

Overall, the findings appear to show that when emotional salary is promoted, em-
ployees satisfy their psychological needs of autonomy, competence, and relatedness, which
leaves them satisfied with their work and, as a result, improves their performance (adap-
tive, task, and contextual). Thus, one may conclude that emotional salary practices are a
form of sustainable practices that enhance not only employees’ motivation but also their
performance. All in all, this contributes to both employees and organizations which means
that emotional salary may be a sustainable investment.
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