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Abstract: the focus on work-life balance has increased exponentially over the past two decades. Research has demonstrated that achieving this 
equilibrium leads to enhanced personal and professional satisfaction. Moreover, organizations benefit from improved work-life balance among 
employees, as it facilitates more efficient time and task allocation, thereby increasing productivity. The aim of this study was to estimate the 
effect of eight employee benefits on self-reported life satisfaction among workers. Logit equations were employed, utilizing data from National 
Survey of Self-Reported Well-being. The sample size exceeded 10 000 individuals, representing a population of over 30 million employees in 
Mexico. To assess the impact on well-being, the benefits were ranked from most to least frequent. The most common benefit was the mandatory 
year-end bonus (‘aguinaldo’), while profit sharing was the least frequent. Results indicated that employees with a higher number of benefits 
have a greater probability of reporting satisfaction with their current and future life. The study also reports that the positive effect of employee 
benefits increases when organizations complementarily implement other labor strategies, such as annual income increases and considering 
employee opinions. The estimates were consistent, thus providing useful evidence for managers to design organizational policies that simul-
taneously contribute to employee well-being and promote higher productivity in both the short and long term.

Keywords: employment benefits, subjective well-being, life satisfaction, logit regression, decent work.

Resumen: el interés por el equilibrio trabajo-vida ha crecido exponencialmente en el último par de décadas. Se ha documentado que lograr ese 
balance proporciona una vida personal y profesional más satisfactoria y, a su vez, trae beneficios a las organizaciones, ya que la distribución de 
tiempos y tareas es más efectiva aumentando la productividad. El objetivo del artículo fue estimar el efecto de ocho prestaciones laborales en la 
satisfacción que reportan los empleados con su vida. Se utilizaron ecuaciones logit y datos de la Encuesta Nacional de Bienestar Autorreportado. 
El tamaño de la muestra superó 10 000 personas que representa un universo mayor a 30 millones de empleados en México. Para evaluar el impacto 
sobre el bienestar las prestaciones se ordenaron de la más a la menos frecuente, siendo la más frecuente el bono obligatorio en diciembre —el 
aguinaldo— y la menos el reparto de utilidades. Se encontró que los empleados con mayor número de prestaciones tienen mayor probabilidad 
de estar satisfechos con su vida actual y futura. Se reportó también que el efecto positivo de las prestaciones aumenta cuando las organizaciones 
usan complementariamente otras estrategias laborales como realizar aumentos anuales de ingreso y tomar en cuenta la opinión de los empleados. 
Las estimaciones mostraron estabilidad por lo que proporcionan evidencia útil a los gerentes para diseñar políticas organizacionales que simultá-
neamente contribuyan al bienestar laboral y que propicien mayor productividad en el corto y largo plazos.

Palabras clave: prestaciones laborales, bienestar subjetivo, satisfacción con la vida, regresión logit, trabajo decente.
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Introduction

Human resources management in orga-
nizations is responsible for recruiting people 
with the necessary skills, including their abi-
lity to work as a team. Decisions are made on 
the management of the personnel that seek to 
improve the business performance, the welfare 
of the workers or both. For example, Guest 
(2017) highlights policies related to health, 
safety, social interaction at work, income not 
linked to incentive schemes and active listening 
of employees through collective representa-
tion, surveys or direct consideration of their 
opinions.

With European data, Cuesta-Valiño et 
al. (2024) found that job satisfaction not only 
influences individual happiness, but also encou-
rages altruistic activities. From another pers-
pective, it has been proposed as a managerial 
objective to minimize worker turnover and 
maximize job happiness (Galván-Vela et al., 
2024). To identify the most effective decisions, 
managers need evidence, a topic of discussion 
that has been in place since at least the 1980s 
(Ichniowski and Shaw, 2003).

In each organization, quantitative stu-
dies can evaluate the set of decisions of their 
own. This approach, called insider econometrics 
(Shaw, 2009), seeks to provide specific answers 
on the effectiveness of managerial decisions in 
human resources management (HRM).

From a broader perspective, Ichniowski 
and Shaw (2003) document the growing num-
ber of companies that, during the 1990s, expe-
rienced and innovated in human resources 
management. The authors highlight three main 
findings:

i) There is complementarity between ma-
nagement policies, so companies should 
focus on multiple simultaneous decisions, 
rather than on single or sequential deci-
sions.

(ii) The most innovative organizations in staff 
management achieved 7 per cent higher 

productivity compared to those with a 
traditional focus on human resources.

(iii) Companies that do not explore new deci-
sions could face uncertainty about future 
productivity or avoid the costs associated 
with the transition. 

This last point coincides with the con-
clusions of the literature on human resources 
analytics (Abellán-Sevilla et al., 2024).

Additionally, a line of research focused on 
self-reported well-being has been consolidated 
(Kahneman and Krueger, 2006), which inclu-
des studies on job satisfaction. This aspect has 
generated articles that postulate that well-being 
at work translates into greater productivity and 
better financial performance of organizations.

Using panel data from England, Bryson et 
al. (2017) suggest that the predominant causal 
direction is from job satisfaction to producti-
ve performance, while reverse causality is less 
likely. This Satisfaction-Productivity hypothesis 
was also tested with Canadian data (Fang et al., 
2019), obtaining the same conclusion: labor 
benefits, such as flexible hours, remote work or 
care services for children and adults, increase 
work well-being, which in turn improves orga-
nizational results.

However, Fang et al. (2019) warn that 
many managers are reluctant to implement 
these benefits due to perceived costs and the 
difficulty of documenting their positive impact. 
Therefore, they recommend corroborating these 
findings with experimental data.

The Satisfaction-Productivity hypothesis, 
also known as the happy and productive worker 
hypothesis (Isham et al., 2021), posits that the 
presence of high-quality supervisors promotes 
higher levels of well-being and productivity. 
This occurs when supervisors efficiently mana-
ge teams and provide both motivation and the 
resources needed for the job.

However, Isham et al. (2021) warn that 
excessive pursuit of higher productivity can 
harm workers’ well-being and, in the long run, 
negatively affect productivity. In the same line, 
Guest (2017) argues that organizations priori-
tize improving performance before addressing 
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employee concerns. Meanwhile, Soukiazis and 
Ramos (2016) conclude that longer working 
hours and the imbalance between work and per-
sonal life reduce life satisfaction, well-being and 
ultimately productivity. These authors highli-
ght not only the ethical reasons for promoting 
well-being in organizations, but also the potential 
benefits for both workers and companies. To this 
are added the social advantages derived from the 
greater altruism of individuals with greater job 
satisfaction (Cuesta-Valiño et al., 2024). Such 
gains would be achieved by eliminating psycho-
logical factors that reduce well-being and promo-
te higher levels of job satisfaction.

To assess the impact of managerial decisions 
on employee well-being, there are several additio-
nal strategies to insider econometrics. Nasamu et 
al. (2021) highlight that the most robust strategy 
is the use of a randomized controlled trial (RCT) 
design, as it allows the effect of a specific business 
policy to be isolated with high confidence.

This ideal design requires collecting data 
before and after the implementation of the poli-
cy, in addition to forming a treatment group 
and a control group. However, meeting the 
amount of information needed is often a cha-
llenge, which makes assessments based on other 
approaches tend to be subject to greater uncer-
tainty compared to a RCT design.

Other approaches to assessing manage-
rial decisions, such as Return on Investment 
(ROI) or Cost-Benefit Analysis (CBA), present 
an intrinsic difficulty: they require the outco-
me variable (well-being or satisfaction) to be 
expressed in monetary terms. Because of this 
limitation, an alternative is to apply a cost-effec-
tiveness ratio. In this approach, the numerator 
represents the change in life satisfaction or 
well-being, while the denominator reflects the 
net cost of the policy implemented.

According to Nasamu et al. (2021), net 
cost is defined as the difference between the cost 
per participant of implementing a policy and 
the productivity generated. In this way, the cost 
of a policy would be reduced to the extent that 
it improves employee well-being and, in turn, 
increases productivity.

About a decade ago, the OECD (2013) 
marked a milestone by publishing guidelines for 
collecting, measuring and using indicators of 
subjective well-being. The aim was to promote 
best practices, improve the quality of indicators 
and demonstrate that life satisfaction variables 
are valid and reliable measurements.

In this line, Aghion et al. (2016) analyzed 
the metropolitan areas of the United States and 
reaffirmed the validity of self-reported well-be-
ing as an indicator of expected material well-be-
ing. More recently, Murtin and Siegerink (2023) 
quantified the social cost of adverse labor prac-
tices to workers’ well-being. This approach 
sought to avoid precarious working conditions, 
such as job insecurity, excessive working hours, 
or tensions with managers. A favorable working 
environment would not only improve employee 
well-being but could also increase organizatio-
nal productivity.

Recent evidence on the relationship 
between well-being and productivity is supported 
by experimental evidence, highlighting two rele-
vant cases. The first experiment showed that job 
seekers consider information about the organiza-
tional climate when choosing which companies 
to apply to. In particular, they prefer companies 
where greater job well-being prevails, suggesting 
that talent recruitment depends, in part, on inter-
nal working conditions (Ward, 2022).

The second case is a quasi-experiment in 
England on the effect of happiness on producti-
vity. This study, carried out in 11 telesales cen-
ters, measured productivity directly through the 
number of sales, instead of subjective variables 
such as scales or managerial valuations (Bellet 
et al., 2023). The results indicated a positive 
impact of happiness on productivity, with expla-
natory mechanisms grouped into three catego-
ries: cognitive (greater speed and efficiency), 
motivational (increased effort and enjoyment 
of work) and socioemotional (positive mood).

For Latin America, no studies were found 
with experimental methodology on the rela-
tionship between well-being and productivity. 
However, there is an article with wide coverage 
of countries that addresses this issue (Cortés 
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et al., 2013). This study used data from the 
Latinobarómetro and focused on the subjective 
well-being of the self-employed, explaining the 
results from two main factors:

(a) Whether people were self-employed vo-
luntarily or by necessity.

(b) The difference in welfare between emplo-
yees and the self-employed.

The results showed that business owners 
experience greater well-being, as long as the 
degree of autonomy they enjoy as self-employed 
is considered. However, the authors highlighted 
the high job precariousness that characterizes 
the Latin American subcontinent.

In Mexico, the extent to which work 
can be considered decent has been analyzed 
(Arredondo et al., 2022). The authors developed 
a multidimensional index to evaluate the labor 
benefits that workers receive, including health, 
pension, housing, bonuses, holidays, childcare, 
among other benefits. This index has a range 
from 0 (minimum) to 1 (maximum), and its ave-
rage valuation for Mexico was 0.30. As a further 
finding, the authors observed that foreign-ca-
pitalized firms provide more benefits to their 
workers compared to domestic firms. In the field 
of subjective well-being in Mexico, Charles-Leija 
(2022) performed a statistical exploration using 
information from the Consumer Confidence 
Survey, indicating that subjective well-being is an 
appropriate sensor of satisfaction.

In Medina-Garrido et al. (2017), 1500 
workers in the banking sector in Spain were 
surveyed. The findings revealed that work bene-
fits are not valued uniformly; workers consider 
some more important than others, but always 
want all benefits to be available and managers 
not to retaliate for using them. While benefits do 
not directly affect the performance of banking 
organizations, their impact is positive indirectly, 
mediated by well-being. This benefit translates 
work benefits into greater organizational perfor-
mance (Medina-Garrido et al., 2017).

This broadcast channel gives managers 
the opportunity to influence employee well-be-
ing by providing a range of benefits and clearly 
communicating their availability.

Compared to Spain, precarious jobs 
persist in Mexico; however, the determinants 
of subjective well-being do not differ from 
those found in OECD countries (Dugain and 
Olaberría, 2015). People tend to report higher 
levels of well-being as their income and edu-
cational level increase (Maestas et al., 2023; 
Kapteyn et al., 2015). However, subjective 
well-being also depends on income distribution 
(Senik, 2005).

In the methodology used by Dugain and 
Olaberría (2015), an estimate of ordinary least 
squares (MCO) and an ordered logit model 
were used to take into account the response 
scale from 0 to 10, used to evaluate the life 
satisfaction.

Indeed, the appropriate estimate should 
employ an ordered logit, since the marginal 
effect varies based on the values of the predictive 
variable X (Soukiazis and Ramos, 2016), unlike 
the ordinary least squares (MCO) method, 
which assumes that well-being increases steadi-
ly over any value range of X.

Despite the interpretative advantages of 
the ordered logit, the resulting estimates usua-
lly present low adjustment values, such as the 
pseudo-R2. Three cases are cited: in Dugain 
and Olaberría (2015), no adjustment value is 
reported; in Pontarollo et al. (2020), the estima-
ted adjustment was 0.066, and in Soukiazis and 
Ramos (2016), the adjustment value was 0.164.

The objective of this article is to estimate 
the effect of eight work benefits on the satisfac-
tion that employees report with their lives. The 
hypothesis is that three variables (labor bene-
fits, income increase and employee participation 
in decision-making) positively influence the life 
satisfaction of employees. In particular, it was pos-
tulated that those who receive these benefits and 
have a voice in the organization are more likely to 
report higher levels of life satisfaction compared to 
those who do not have these conditions.
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This article contributes to national stu-
dies on subjective well-being, with a particular 
focus on Mexico. It looked at how employee 
satisfaction varies as the number of work bene-
fits increases. Mexico was chosen because of the 
availability of a survey that includes more than 
10,000 respondents who are representative of 30 
million workers.

Well-being was compared in five diffe-
rent groups: the first was composed of emplo-
yees without benefits, followed by groups with 
one, three and six benefits, and finally, a group 
with a maximum of eight benefits. The results 
show that, initially, life satisfaction increases as 
employees receive one or three benefits. From 
that point on, however, satisfaction stagnates, 
regardless of whether employees have six or 
eight benefits.

The estimate reveals that it is possible 
to avoid stagnating satisfaction if, in addition 
to providing benefits, management ensures an 
annual increase in income and if the organiza-
tion implements policies that take into account 
the opinion of employees.

The rest of the article describes the 
methodology, discusses the results and discus-
sion, and finishes with the conclusions.

Materials and methods

This analysis looked at the benefits that 
employees receive. The only source of infor-
mation was the National Self-Reported Welfare 
Survey (ENBIARE) of the National Institute of 
Statistics of Mexico (INEGI, 2021), the period of 
uprising was June-July 2021, two months after a 
profound labor reform aimed at improving 
labor conditions (Kato-Vidal and Hernández-
Mendoza, 2024). 

In the survey, there are about 12 thou-
sand employees surveyed, representing a uni-
verse of 32.5 million workers in Mexico. One 
of the items allows identifying the workplace, 
the most frequent being -with 63%- the facili-
ties of the company. The list had a total of 15 
workplaces. Those options with low response 
rate were eliminated and the list was reduced to 

seven options and the new total of employees 
was close to 11,500 people (representing 31.3 
million employees) who work in companies, 
fixed positions such as kiosks, at the customers’ 
or skipper’s home, in the open sky or at the site 
of the work, etc.

Two response variables are chosen: i) 
Satisfaction with current life, and ii) Perception 
of the living standard in five years. In both cases, 
interviewees could respond on a scale from zero 
to 10, where zero represents the worst possible 
life and 10 the best possible life. Most respon-
dents answered options 8, 9 or 10. 

Methodologically, it is possible to estima-
te a multinomial logit model to simultaneously 
analyze the various response options (Hansen, 
2022). In the literature on subjective well-being, 
it has been reported that the multinomial option 
generates low levels of adjustment of the pseu-
do-R2 statistic, i.e., the estimated models fail to 
faithfully reproduce the observed data. 

Alternatively, a logit model using a dicho-
tomous variable was estimated in this article. To 
translate the multiple answer options to only 
two values, the value of one was given to options 
9 and 10 and the value of zero to the rest of the 
answers. In this way, the model was used to find 
under which working conditions an employee 
would be more likely to respond with a value of 
9 or 10 to the degree of satisfaction with their 
current or future life. 

The main explanatory variable is labor 
benefits. The survey asked employees whether or 
not they had eight different work benefits (INEGI, 
2021; Ceja, 2019). The breakdown of benefits is 
broader compared to the three benefits included 
in the employment survey (INEGI, 2024). 

It was necessary to order benefits so that 
it was easier to chart the impact of benefits on 
reported life satisfaction. Instead of making an 
individual analysis of each benefit, it was cho-
sen to group them and observe the cumulative 
effect on the welfare of workers with different 
numbers of benefits.

To avoid estimation problems and to be 
able to more easily observe statistically signifi-
cant differences, the benefits were grouped, and 
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five groups were analyzed (see table 1). In the 
first group, called Zero, those workers without 
any labor benefits were brought together. At the 
other extreme, the Todas group brings together 
workers who responded to have each and every 
one of the eight benefits. 

In addition, three intermediate cases were 
raised. The simplest is the Una group whose 
workers only have the bonus benefit – the most 
frequent –. Then, group Three was integrated 
with those workers who simultaneously had the 
most frequent benefits, including the bonus. 
Finally, Group Six was integrated with workers 
who had the sextet of the most frequent bene-
fits; they would only need to have the benefits of 
paid maternity leave and profit sharing.

In addition to benefits, two explanatory 
variables were also added to provide managers 
with additional tools with which to favorably 
affect the well-being of employees: 

• It was considered whether the opinion of 
the employees is considered, having as 
answer options: Yes, No and Sometimes. 
Employees who are valued and taken into 
account would be expected to have grea-
ter subjective well-being; and 

• Those employees who had received an 
increase in income in the last 12 months 
were identified, since a higher level of 
income allows them to cover a greater 
number of needs and obtain higher levels 
of satisfaction. 

To complete the regression analysis, control 
variables were included, such as: sex, age, wor-
kplace, etc. The selection of variables was done 
through a heuristic process, choosing variables 
related to life satisfaction and seeking to achieve 
a consistent estimate (VanderWeele, et al, 2020; 
Cameron and Trivedi, 2022).

The estimation was made by a logit model, 
where the dependent variable takes the value of 
0 or 1, zero if its satisfaction with life is 8 or less, 
and one if the reported satisfaction is 9 or 10. 
That high life satisfaction is the event defined in 

the research, and estimation helps to calculate 
what is the probability with which the event could 
occur. In particular, the estimated equation was 
as follows:

where     is the constant of the equation, i is the 
index for each of the people analyzed, X represents 
the benefit groups analyzed, ∆w is a dichotomous 
variable that indicates whether or not the emplo-
yee received income increase, V is a categorical 
variable that records whether the employee’s voice 
is always taken into account, sometimes or never 
represents the set of 13 control variables and is 
the random error term of the equation. In the 
estimation, errors were grouped according to the 
number of benefits received.

The above equation was used with the 
two life satisfaction variables, the first for esti-
mating satisfaction with current life and the 
second for satisfaction with future life. The esti-
mated equation also includes two interaction 
terms: (Xi × ∆wi) and (Xi × Vi), which were 
used to estimate the complementarity between 
strategies and show how much the effect of 
benefits is reinforced with increases in income 
or when taking into account employee opinion 
(Mize, 2019). 

The interpretation of βs in logit models is so-
mewhat more complex than in linear regression 
models. Since the variable Yi is the probability of 
an event , , then, where the last 
term is the reason for the probabilities of an event 
occurring. In this sense, a coefficient β measures 
what is the change in the probability ratio, given 
an increase of the variable X. The interpretation is 
as follows: If β>1, an increase of X increases the 
probability of the event; if β<1, X would decrease 
the probability of the event; and if β=1, X does 
not affect the probability of the event. The results 
and their discussion are set out below.

Prob of event



Life and work: impact of managerial decisions on employee well-being in Mexico

Retos, 15(29), 143-157 
Print ISSN: 1390-6291; Electronic ISSN: 1390-8618

149

Results and discussion 

Descriptive statistics

Two aspects stand out in Figure 1. First, 
most employees gave a value close to eight to rate 
satisfaction with their current life (panel a) and, 
second, the high optimism of half of the workers 

who responded that in five years their standard 
of living would be at the highest level (panel b) is 
surprising. In addition, it is observed that about 
a third of the responses (35.2%) answered that 
they have a level of satisfaction of 9 or 10 with 
their current life and that percentage doubles up 
to 73.7% when assessing the perception about 
their life in five years.

Figure 1
Mexico: Employee satisfaction with current and future life (percentage of responses)

Note. The percentage of employees who chose each response option is displayed. To simplify it is only reported from step 
five, options less than five have a very small percentage, less than 2% of the answers. Data from INEGI-ENBIARE (2021).

Comparatively, employee satisfaction with 
their current life is lower than that of business 
owners. This finding is consistent with the litera-
ture on well-being. Figure 2 shows that five-year 
future life satisfaction increases in all three groups 

of economically active people. The most noticeable 
increase is that of employees who even outperform 
business owners in their perception of satisfaction.

b) Future life

a) Current life
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Figure 2
Mexico: Satisfaction Level of Employees, Business Owners and Self-Employed (Scale 0 to 10)

Note. The self-employed report the lowest level of satisfaction of the three groups, they evaluate with 7.71 their current 
life and with 8.37 their future life. Data from INEGI-ENBIARE (2021).

Table 1 lists these benefits and ranks them 
in the most frequent form, the “aguinaldo” – a 
mandatory bonus in December – which is the 
least frequent form of profit sharing: a percen-
tage of the profit generated in the previous year 
paid to the worker during April or May. Benefit 
groups have between 3000 and 8000 people, 
which would support an efficient estimate. The 
first case is large, equivalent to 30% of all emplo-

yees, corresponding to workers without any 
benefits. In the last case – the top – only 28% 
of workers reported enjoying all the benefits 
foreseen in the survey. The hypothesis proposed 
posits that if a worker has a greater number of 
benefits, this would reflect better working condi-
tions (De la Torre-Ruiz et al., 2019), which would 
translate into greater satisfaction in the current 
and future lives of employees (Sirgy et al., 2021). 

Table 1
Mexico: Percentage of employees who have work benefits

Group Benefits Accumulation of benefits Yes, you do People

Zero None 30 % 3614

One 1 Bonus (mandatory bonus  
in December) 1 69 % 8211

2 Public medical service for their work 1+2 59 % 7002

Three 3 Paid Holidays 1+2+3 55 % 6578

4 Paid Medical disability 1+2+3+4 51 % 6122

5 Pension Fund (retirement savings) 1+2+3+4+5 47 % 5614

Six 6 Public credit for housing 1+2+3+4+5+6 45 % 5360

b) Future lifea) Current life
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Group Benefits Accumulation of benefits Yes, you do People

7 Paid maternity leave  
(or paternity leave) 1+2+3+4+5+6+7 38 % 4.514

All 8 Profit sharing 1+2+3+4+5+6+7+8 28 % 3393

Note. The benefits are ordered from most to least frequent. The percentages decrease because there are fewer workers 
who simultaneously have all the benefits. Data from INEGI-ENBIARE (2021).

Regression analysis

The estimated coefficients are reported in 
Table 2. Variants of the estimated equation are 
presented to evaluate the stability of the coeffi-
cients. Initially, control variables and interactions 
were excluded. The final estimates included 
some interaction, either between labor benefits 
and income gains, or alternatively between bene-
fits and the variable that captures if the worker’s 
opinion is taken into account.

In columns [1] to [4], satisfaction with 
current life was used as a dependent variable, 
while in columns [5] to [8] satisfaction with 
future life (at 5 years) was used. In general, it is 
noted that the coefficients show relative stability 
between the different specifications.

When adding the control variables, an 
increase in the pseudo-R2 and in the percen-
tage of correctly classified cases is observed. 
Alongside the pseudo-R2, the area statistic under 
the ROC curve indicates that the fit is higher for 
the satisfaction with current life variables. Other 
statistics, such as the percentage of correctly clas-
sified cases or the deviation ratio, do not reveal 
significant differences between the degree of 
adjustment when current or future life satisfac-
tion is used as a dependent variable.

The set of estimates is valid, since the 
absence of multicollinearity is verified (using 
the variance inflation test) and the hypothesis 
(χ2) that the models present a good fit is not 
rejected. Table 2 only presents a summary of the 
estimates, and the coefficients are expressed as 
odds ratios.

Table 2
Effect of work benefits on life satisfaction (odds ratio)

Current life Future life

[1] [2] [3] [4] [5] [6] [7] [8]

Benefits (base = None)

One (i.e. bonus) 1.103** 1.096** 1.402** 1.207** 1.257** 1.050** 1.085** 1.274**

Three 1.450** 1.401** 1.522** 1.486** 1.498** 0.940 0.879** 1.167**

Six 1.401** 1.289** 1.321** 1.985** 1.836** 1.051 1.031 1.220**

All (Eight) 1.374** 1.307** 1.175** 1.934** 2.299** 1.328** 1.396** 1.460**

Income increase (base = No)

Yes 1.124 0.988 0.907** 0.988 1.149* 1.030 1.051* 1.030

Opinion taken into account (base = Sometimes)

Yes 1.421** 1.126 1.125 1.427** 1.492** 1.261** 1.262** 1.388**

No 0.889 1.003 1.001 1.406** 0.822 0.946 0.946 1.159**

Interactions and controls

Interaction (Benefits × Income Increase) No No Yes No No No Yes No
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Current life Future life

Interaction (Services × Opinion taken 
into account) No No No Yes No No No Yes

Control variables No Yes Yes Yes No Yes Yes Yes

Adjustment statistics

Pseudo R2 0.012 0.192 0.193 0.193 0.033 12.23 0.123 0.123

Percentage correctly classified 64.73 74.26 74.19 74.25 73.83 75.58 75.66 75.63

Average Variance Inflation Factor 1.84 3.21 3.31 3.95 1.84 3.200 3.30 3.94

Area under the ROC curve 0.5716 0.7874 0.7879 0.7879 0.6256 0.7374 0.7377 0.7377

Deviation ratio 0.8575 0.8838 0.8839 0.8839 0.8784 0.8898 0.8899 0.8899

Goodness of fit (prob(χ^2 )) 0.2136 0.1445 0.1500 0.1398 0.2321 0.5803 0.5805 0.5502

Remarks 10 731 10 707 10 707 10 707 10 712 10 712 10 712 10 712

Note: ** p<.01, * p<.05. Logit estimation where it takes the value 1 if it was answered that life satisfaction was 9 or 
10, the coefficients are expressed as odds ratio. If the coefficient = 1 indicates that the probability of the event (high 
life satisfaction) is the same as in the base category; if the coefficient > 1, then the probability of the event is greater 
than in the base category. Notes: a) Pseudo-R2 indicates the improvement in model fit compared to a model that 
only includes the intercept, b) The correctly rated percentage is the percentage of observations for which the model 
correctly predicts the category of the dependent variable, c) The Average Inflation Factor of Variance with values 
between 1 and 5 indicates an acceptable level of multicollinearity, d) The Area Under the ROC Curve is a metric of 
the performance of binary classification models, ranging from 0 to 1, where 1 represents a perfect classification, e) The 
deviation ratio is a measure that compares the deviation of the adjusted model with the deviation of the model using 
only the intercept, a value closer to one indicates a better fit of the model, and f) A p -high value of indicates that there 
is no evidence to reject that the model fits well. INEGI-ENBIARE (2021).

The evidence presented in Table 2 shows 
that workers who receive more benefits report 
more often being more satisfied. This finding 
is consistent with that of Cuesta-Valiño et al. 
(2024), who quantify that job satisfaction has an 
effect on happiness almost equivalent to that of 
satisfaction with social life. Allocation of work 
benefits has a significant effect, while income 
increases alone do not show the same pattern; 
their ratios fluctuated around 1, suggesting that 
a policy of income growth does not translate into 
a higher probability of satisfaction.

In perspective, an isolated income policy 
does not have a positive impact, but when poli-
cies are combined (benefit interaction × inco-
me increase), an indirect effect arises in which 
income increase potentiates the positive effect 
of benefits. Therefore, a managerial decision on 
labor income developments should consider that 
income increases have a direct impact on future 
life satisfaction and, indirectly, through benefits, 
on current life satisfaction (see Figure 3b).

In addition, the effect of considering the 
opinion of employees was estimated. Unlike 
income increases, considering opinion does have 
a direct effect on well-being. In this sense, 
Galván-Vela et al. (2024) analyze the interac-
tion between job satisfaction, affective commit-
ment, and job happiness. Estimated coefficients 
show values greater than one, indicating that 
the probability of reporting life satisfaction is 
higher when the opinion of employees is cons-
tantly heard in their workplaces, compared to 
when they are occasionally or never taken into 
account. By itself, the policy of giving workers a 
voice is effective in improving their well-being. 
In addition, considering employee suggestions 
also has an indirect positive effect when interac-
ting with benefits (see Figure 3c).

Columns [4] and [8] in Table 2 report the 
coefficients of the equations that include the inte-
raction between benefits and the consideration of 
employee opinion. Comparatively, these columns 
present the coefficients with the highest values, 
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suggesting that organizations that simultaneously 
award benefits and consider employee opinions 
are the ones most likely to have workers with high 
satisfaction with both current and future life.

As a synthesis, Figure 3 is presented. The left 
panel shows the results using the current life satis-
faction variable, and the right panel shows the futu-
re life satisfaction variable. At the top (panels a), it 
is observed that those employees with the highest 
number of benefits are those who have a higher 
probability of responding positively to the question 
of whether they are satisfied with life. These results 
come from the no-interaction estimates, based on 
columns [2] and [6] in Table 2. It was found that, 
when the number of benefits is low, only the satis-
faction with the current life increases. However, 
by achieving most or all of the benefits, there is 
a greater likelihood of being satisfied with both 
current and future life. As noted above, managers 
can use work benefits as potential tools to increa-
se employee well-being, and combine them with 
other resources, such as human resource analytics, 
which not only contribute to managing change in 
organizations, but also to increasing job well-being 
(Abellán-Sevilla et al., 2024).

The middle part of Figure 3 (panels b) 
elaborates on the effect of benefits and their rela-
tionship to income increases. These findings come 
from estimates [3] and [7] in Table 2 (benefit 
interaction × income increase). The central mes-
sage of panels a continues, adding the following: 
regardless of the number of benefits, those wor-
kers who receive annual income increases more 
often respond that they are satisfied with life, 
compared to those who do not receive them. The 
behavior of the graphs in panel b shows that, in 
order to achieve the positive effect of the benefits, 
it is necessary to grant the benefits accompanied 
by annual increases in income.

Finally, at the bottom of Figure 3, another 
perspective is provided. Instead of showing the 
indirect effect of income growth, panel c show 
how the effect of benefits changes if, in an orga-
nization, workforce suggestions is always valued, 
sometimes valued, or never valued. For mana-
gers who seek to positively affect well-being, 
the best alternative is to offer work benefits and, 

simultaneously, take into account the opinion of 
employees. Underneath this better alternative, 
sometimes taking opinions into account contribu-
tes to satisfaction only with current life, as long as 
workers enjoy most or all of the benefits. Finally, 
the strategy with the least positive impact would 
be to provide benefits without taking into account 
opinions (see Figure 3c).

Estimates of the triple interaction: benefits 
× income increase × taking into account opi-
nions are not reported. This analysis was consi-
dered beyond the scope of this article and could 
be addressed in future research. The results pre-
sented here make it possible to recommend that 
companies not only provide employment bene-
fits, but that in order to achieve greater positive 
effects, these benefits should be accompanied by 
increases in income or, alternatively, attention to 
the opinions of workers. If all three actions were 
implemented together, the effect would be posi-
tive, especially when workers have few benefits.

Other authors have reported that labor 
benefits increase worker satisfaction (Guest, 
2017; Fang et al., 2019; Medina-Garrido et al., 
2017). In this sense, it has been observed that 
full-time workers report higher well-being than 
part-time workers, and the latter have higher 
well-being than the unemployed (Layard and De 
Neve, 2023; Cortés et al., 2013). Imperfect evi-
dence that productivity has a positive relations-
hip with well-being is that people report higher 
levels of life satisfaction in larger urban concen-
trations. Productivity is known to be higher in 
larger cities (Duranton and Puga, 2020).

The estimates presented were very consis-
tent. To show this, different specifications were 
compared, with and without control variables, 
as well as with and without interaction variables 
(see table 2). In addition, using the same set 
of predictor variables, a similar behavior was 
observed between the variables satisfaction with 
current life and satisfaction with future life. The 
stability of the parameters provides confidence 
that the findings can be used to design produc-
tivity and well-being policies in organizations 
(Gorard, 2021).
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Figure 3
Model predictions: benefit effects, income increase, and considered opinion (probability of high life satisfaction)

1 Current life
Panel a1

High satisfaction probability increases 
with initial benefits

2 future life
Panel a2

Only those with all benefits achieve 
greater future satisfaction

Panel b1 
Income increases and having many benefits maximize the 

likelihood of high satisfaction

Panel b2 
Probability of high future satisfaction occurs with all 
benefits and on receiving annual income increments

Panel c1
Taking into account the opinion of employees greatly 

increases the probability of high satisfaction regardless of 
the number of benefits granted

Panel c2
Always taking the opinion into account has the  
highest probability of satisfaction, compared to 

sometimes doing so; the lowest probability occurs 
when opinions are never addressed

Note. High life satisfaction is measured with answers 9 and 10. 
Estimates in Table 2.

zero   one three benefits            six               all
zero   one three benefits           six             all

zero    one three benefits         six            all zero    one three benefits         six            all

zero      one  three benefits                  six                        all
zero      one  three benefits                six                    all

yes increase          no increase yes increase          no increase

yes                       no                          sometimes 

yes                       no                          sometimes 
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Conclusions

This article aimed to estimate the effect 
of eight work benefits on employees’ satisfaction 
with their lives. Evidence is provided that work 
benefits positively affect the well-being of emplo-
yees, both in their satisfaction with current life 
and with future life. The existing literature indi-
cates that increased well-being is a contributing 
factor to the increase in performance indicators 
in organizations. Thus, managers could, at the 
same time, foster workers’ subjective well-being 
and promote higher long-term productivity.

Unlike what is reported in the literature, 
where benefits such as flexibility of working 
hours or the possibility of doing work from home 
are studied, in the Mexican case analyzed, labor 
benefits are much more essential. These include 
the right to a pension, health care, housing, and 
paid holidays, among others. In this context, it 
is not surprising that, with more benefits, the 
likelihood of being satisfied with current and 
future life grows. It is recalled that the analysis 
presented showed a differentiated treatment of 
benefits, so that the most common among wor-
kers appeared at the beginning, while the least 
frequent – and probably the most valued – were 
included at the end.

One limitation of the study was the absen-
ce of a labor income variable in the survey con-
tent. Ideally, and to corroborate the results, one 
could try to identify the relationship between 
the level of income and the number of benefits 
received. It is not ruled out that the increase in 
welfare resulting from benefits is correlated with 
a higher level of income. To address the lack of 
an income variable, the categorical variable of 
locality size was used as the proxy variable of 
income, as well as fixed effects by state to control 
the unobserved variables, which partially explain 
income.

The scarce literature on non-monetary 
income and labor benefits was noted in the pre-
paration of this article. Therefore, the analysis 
contributes to this poorly researched area by 
assessing the effects of various labor benefits 

and, in particular, by exposing the characteristics 
of a Latin American country: Mexico.

The findings bring a labor dimension to 
studies on subjective well-being, which usually 
exclude satisfaction at work, concentrating on 
life satisfaction in general.

Finally, based on the results obtained, it 
can be suggested as a future line of research the 
use of labor characteristics as an explanatory 
variable when evaluating the productive perfor-
mance in organizations.
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