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Abstract


In organizations, social benefits are expected to positively influence employee engagement and job satisfaction. Likewise, organizational socialization becomes key to achieving work commitment and can also be improved by the introduction of social benefits. Thus, the main aim of this research is to determine how the variables social benefits, bonuses and incentives, work commitment, and organizational socialization are related, taking data gathered from the maquiladora industry of northern Mexico as a reference. This research used a cross-sectional study design to collect data from workers at the operational level, obtaining 377 complete questionnaires for analysis; later, using the structural equation modeling technique, it was concluded that social benefits had a positive impact on work commitment as well as on organizational socialization, whereas a lack of bonuses and incentives negatively impacts on the organizational socialization. Understanding these relationships could provide important information to the managers of companies in the manufacturing sector that would allow them to carry out strategies focused on the sustainability of human resources to increase their well-being and thus their performance at work.
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1. Introduction


Taking the premise that human capital is a central actor in the sustainability of organizations and that it constitutes fundamental support for the strategic management of companies [1], sustainability, in its socio-economic dimension, is related to the ability to use resources, including human resources, efficiently, seeking to provide welfare conditions (safety, health, and education) and ensuring that these are distributed equitably among social classes and genders to ensure that they remain profitable over time [2]. This definition implies that it is essential to provide human resources with mechanisms that motivate people to increase their commitment to their work and their job satisfaction, seeking to strengthen the relationship between workers and the company, which, in turn, enables companies to remain profitable over time, indicating that the sustainable development of human resources has been achieved. However, the relationship between an employee and their organization is not always good or conducive to the achievement of the desired results. Job satisfaction is a key element that affects the motivation of an employee and therefore increases their level of commitment to the organization [3,4]. Organizational commitment is very important for companies [5], as it is expected to increase the productivity of employees, but it is also an opportunity for the company to reward its employees for the individual and collective effort they make in their job performance. For this reason, it is of great importance for companies to have employees committed to the organization and to therefore know the level or degree of organizational commitment of the staff and the way in which this can be influenced [6].



Likewise, labor resources as well as individual and team motivation are interrelated and have a positive influence on the motivational well-being of employees [7].



On the other hand, it is well known that work commitment and organizational commitment are two essential factors that can indicate the motivational well-being of an employee in their work area [8]. Even though motivation and job satisfaction come from both intrinsic and extrinsic factors, it has been suggested that it is possible to design and promote strategies within organizations to strengthen both work and interpersonal relationships among employees, such as through the psychological contract [9], the differential management of human resources, and other important elements of the work environment that foster the health and psychosocial safety of workers. With this, companies can positively influence the construction of the self-perceptions that each employee has of organizational guidelines, values, and standards and the importance of the work that they do at the company as well as collective positive perceptions of the work environment, promoting productivity, creativity, and sense of belonging to the organization, and finally, can decrease the intentions of employees to quit, therefore limiting staff turnover.



It is in this context where the psychological contract continues to be an essential support tool to generate adequate conditions that motivate workers to have favorable attitudes towards their work and the organization, stimulating positive and proactive behaviors that, in turn, contribute to their own psychological well-being. Likewise, the authors [10] affirm that the chain of elements for this contract starts from the personnel recruitment and selection phases and can be “virtuous” or “vicious” depending on how it contributes to management that encourages the fulfillment of expectations or the violation of the psychological contract.



Of equal importance is the process of organizational socialization, which was addressed by [11] in a study of organizational behavior. This concept is related to the adaptation to work and the development of skills for the job role as well as a growing interest in positive states at work, such as work commitment (characterized by vigor, dedication, and absorption), that can show how the worker identifies with the culture of the organization.



Finally, without an enriched environment with the necessary resources or without opportunities for growth, workers will lack the motivation to carry out their work [12]; in addition, employers who care about promoting psychosocial health conditions in their workers are more likely to implement measures that effectively affect the construction of favorable climates [7].



Starting from the premise that workers flourish or develop when they reach their potential for job satisfaction [13], job satisfaction is probably the most studied work behavior because it is considered a key antecedent and predictor of productivity at work [14]. In this sense, there is evidence to support this position, but there is also evidence of an inverse relationship between them; evidence of a more complex influence, in which other moderating variables intervene contextually; and evidence that the relationship could be spurious. According to the authors [14], three sources have been observed to create the level of job satisfaction: (i) situation, (ii) disposition; and (iii) the interaction between the two.



Regarding situational approaches, they base their explanation of job satisfaction on a series of elements specific to each job, such as its characteristics and the available resources that a company has and provides to their employees to carry out their work. For its part, it must be noted that a healthy workplace has a positive impact on job satisfaction and productivity, so investing in healthy work environments is profitable for companies [15].



On the other hand, there are studies that suggest the importance of financial incentives to influence employee satisfaction, however, it has been observed that the more academic preparation workers have, the greater their demands for the needs that must be covered as part of their level of job satisfaction, and more education and professional experience also contribute to job satisfaction. In addition, economic perception undoubtedly continues to be an important component in job satisfaction as well [16]. However, it is necessary to pay attention to other aspects regarding job satisfaction because, as indicated in [17], the assumption that monetary compensation is what mainly matters for motivation at work is at odds with a number of observations. Furthermore, it has also been indicated that workers in many jobs act as if they care about more than just the highest paycheck.



1.1. Work Commitment


Work commitment is a positive mental state that shows worker satisfaction with their jobs. It is considered extrinsic and depends on the individual relationship that subjects have with their organizational context to a greater extent. Likewise, multiple studies have found a positive relationship between work commitment and improved creativity, contextual performance, proactive behavior, positive ambition, and positive functioning in workers, and it has even been observed that it improves team performance [7,12].



Additionally, work commitment is the psychological attachment of an employee towards their organization [7] and the will to identify with it. The company context fulfills important functions of self-expression for individuals and is the result of the adoption and internalization of the work context to the values, norms, and psychological needs of workers. For [12], work commitment occurs when workers have a positive ambition to conduct their work and when the company provides their employees with growth opportunities.



Furthermore, when people are allowed to perform their work in a way that allows them to express their work identity individually and as a team, the connection between their world and the work context is strengthened. There is evidence that both individual and team resources are positively related to work commitment and organizational commitment [7].




1.2. Organizational Socialization


In [18], organizational socialization was considered to imply the interaction between the individual and the collective, and it can be understood as the process of adaptation of the person to the organization. This process has a cognitive nature and allows those who have been newly hired to assimilate the values, rules, and cultural idiosyncrasies of the organization. Similarly, in [19], organizational socialization refers to the process by which newcomers make the transition from organizational outsiders to insiders. According to [18], this is an important issue for ensuring a sustainable workplace, and socializing new employees is critical in enhancing organizational performance as well as retaining new hires; this, in turn, helps organizations to establish a healthy emotional culture. It has also been stated [20] that organizational aspects, in addition to other job resources, are important elements in achieving work goals and stimulating personal growth, learning, and development. Additionally, to help newcomers adjust to organizations, a supportive climate should be created for newcomers to engage in proactive behaviors [21]. In this sense, in [22], a direct and positive effect of organizational socialization on work commitment was observed. As a consequence, with a suitable workplace atmosphere, the individual may enrich the organization with their technical skills, talents, and personal qualities; this, in turn, makes the organization more competitive [18].




1.3. The Maquiladora Industry


Employees of the maquiladora industry in Mexico are an essential force that moves the Manufacturing Industry, Maquila, and Export Services (which is known by the acronym IMMEX in Spanish), which is considered one of the country’s main productive activities. The conditions under which employees work have benefited organizations in some way, such as through low wages, high productivity, and a large available workforce that is able to complete high-intensity repetitive operations and work under pressure to meet production quotas, among others [23]; in this context, the research subjects of this study are operational workers of maquiladora located in the state of Baja California, Mexico.




1.4. Research Gap/Contribution


The main contribution of this research is to empirically determine the impact of social incentives and benefits on work commitment and organizational socialization, whose relationships have not been sufficiently studied despite the impact that their understanding could have on the definition of policies to properly manage the well-being and performance of employees, which would later result in benefits for organizations. Furthermore, although some research on organizational socialization has been conducted in Asia [24,25], Europe [26], USA [27], and other regions in the world [28], it is necessary to validate empirically a model contemplating this construct in Maquiladora industries where employees have a different culture and idiosyncrasy as well as very particular working conditions.




1.5. Hypotheses


The previous review of the literature led us to the development of the following hypotheses:



Hypothesis 1 (H1).

Social benefits have a direct and positive effect on work commitment.





The first hypothesis considered in this research outlines that social benefits have a direct and positive effect on work commitment, perhaps because the structural power of organizations will generate feelings of responsibility to complete important tasks, thus encouraging greater commitment when it comes to them [29]. Social benefits also indicate what the authors of [30] affirm regarding the passionate Pygmalion effect, which states that the most passionate employees receive more positive comments for their success and are offered more training and promotion opportunities, causing emotional reactions and more favorable performance results.



Hypothesis 2 (H2).

Social benefits have a direct and positive effect on organizational socialization.





A second hypothesis outlines that social benefits have a direct and positive effect on organizational socialization, but little is known about the role of companies in determining how to use these benefits. Companies that pay higher profit premiums also have substantially higher acceptance rates of disability insurance (DI) and paid family leave (PFL), as stated by [31], and this relationship is particularly strong among lower-income employees within the company. The results suggest that the use of social security may be affected by changes in the behavior of companies.



Hypothesis 3 (H3).

Bonuses and incentives have a direct and positive effect on organizational socialization.





The third hypothesis of this research outlines that bonuses and incentives have a direct and positive effect on organizational socialization. This is because it seems that organizational socialization is directly strengthened by the bonuses and incentives that companies have implemented and by the growth of personal networks in organizations that generate emotional resources that mobilize newcomers in some way [32]. Additionally, both the value of the company and its operational performance are improved by the relationship between the capital of the organization and the incentives created by promotion-based tournaments in high-capital companies [33].



Monetary bonus schemes are one of the most used forms of compensation for employees in the contemporary business world; these schemes are mainly made as profits to encourage increased effort and performance at work [34].



Additionally, the analysis of the value created by serious games from the case study by AXA, the number 1 insurance company in the world, is also interesting. This qualitative study revealed that serious games create value according to five dimensions, with socialization holding an important place in addition to conception, optimization, cognition, and emotion [35].





2. Materials and Methods


This study used a cross-sectional survey design to collect data on the impact of bonuses and incentives as well as social benefits on organizational socialization and work commitment. The psychometric method was used for the development and validation of the data collection instrument since it is the most used methodology in social sciences for the measurement of variables [36]. This method has been used as a reference in different studies to validate surveys as measurement instruments, resulting in reliable data for the development of causal models [37,38].



2.1. Instrument


The study used a questionnaire that included questions about demographic and social characteristics such as gender, age, education and marital status, and seniority in the company as well as a section measuring the four research variables: two directly measured variables and two latent variables, which were integrated using six items as indicators. This information is shown in Table 1.




2.2. Data Collection


This research focused on operational workers from the state of Baja California in northern Mexico who were working in large companies (with more than 250 employees) in the IMMEX industry and considered convenience non-probability sampling. To determine the size of the sample, the database of the (Mexican) National Institute of Statistics and Geography was consulted. This database states that in February 2022, there were 331,111 employees working at the operational level in the 930 establishments of this industry in the state [39], resulting in a required sample size of 377 to achieve a level of confidence of 95%, which was determined using the known finite population formula.



The work dynamics consisted of contacting human resources managers of companies in order to present the project to them; later on, in-person visits were carried out at IMMEX companies, where the purpose of the study, the selection criteria, and the instructions for answering the instrument were explained to the operators working there. It was ensured that the participation of the personnel was voluntary, anonymous, and confidential. Finally, participants provided written informed consent, and the research was conducted according to the Declaration of Helsinki of the World Medical Association [40].




2.3. Statistical Analysis


As a preliminary step to structural equation modeling (SEM), assumptions of univariate normality, multivariate normality, multicollinearity, and outlier detection [41] were verified. To measure the univariate normality of the data, skewness was verified, and the standardized kurtosis index was used as recommended by DeCarlo [42]. To verify multivariate normality, Mardia’s multivariate kurtosis was considered [43]. The multicollinearity was measured by the variance inflation factor (VIF), and outliers were detected using the Mahalanobis distance, which statistically represents the distance of a single point to the centroid [44].



Subsequently, an exploratory factor analysis (EFA) was conducted to define the latent dimensions that describe the study phenomenon. For factor extraction, we used the maximum likelihood method and orthogonal varimax rotation because this method produces the clearest separation between the factors and also because it is less likely to produce inadequate solutions [44]. The factorability of the correlation matrix was evaluated by the Kaiser–Meyer–Olkin (KMO) and Bartlett tests and also by calculating the determinant of the correlation matrix. The intercorrelation of the variables was also measured according to the measure of sampling adequacy (MSA). Additionally, to assess the internal consistency and reliability of each construct, Cronbach’s alpha was used [45].



Later, our structural model was developed, but only after the measurement model was estimated and validated. Through this structural model, we represented the hypothetical relationships between bonuses and incentives, social benefits, organizational socialization, and work commitment in the chosen population. These relationships were tested by using structural equation modeling (SEM) and the maximum likelihood estimation (MLE) method. The SEM technique allows for the simultaneous estimation of multiple relationships, which allowed us to test the hypotheses outlined in this research. Another advantage of using SEM is that it allows the incorporation of multiple items to define scales in the analysis [44].



Because our sample size is large, the relative chi-square (CMIN/DF) was calculated to judge the discrepancy of the model. Moreover, in the absolute fit indices category, the goodness of fit index (GFI) and the root mean square error of approximation (RMSEA) were evaluated. Moreover, in the incremental fit indices category, the incremental fit index (IFI), the Tucker–Lewis index (TLI), the normed fit index (NFI), and the comparative fit index (CFI) were evaluated. Furthermore, the following parsimony fit indices were evaluated: the parsimony normalized fit index (PNFI), the parsimony ratio (PRATIO), and the adjusted goodness of fit index (AGFI) [35]. In addition, the direction and the statistical significance of the relationships as well as the direct effects defined by the proposed hypotheses were validated. Finally, the proposed model was also validated by calculating the expected cross-validation index (ECVI) [44]. All of these tests were performed using IBM ® SPSS ® Statistics software version 25, 64-bit edition (IBM company, Chicago, IL, U.S.), as well as its complementary package, AMOS TM.





3. Results


As a result of the data selection, an outlier was eliminated because of its level of statistical significance (p < 0.001), according to [44]. Consequently, the subsequent calculations were made with the remaining answers without lost values.



The univariate normality of variables was verified by the skewness and kurtosis indices, as suggested by DeCarlo [42], resulting in absolute values below 3 in the standardized kurtosis index and 1.96 in the skewness index, showing that the univariate normality condition was fulfilled. To evaluate the multivariate normality, Mardia’s coefficient [43] was used based on a normalized value of the multivariate kurtosis. This assumption was verified by comparing the multivariate kurtosis index computed using SPSS Amos software and the resulting value obtained from the formula p(p + 2), taking p as the variables observed in the model. Considering the eight variables in our model, the calculation showed a value of 80 which is higher than the Mardia’s coefficient index reported by SPSS Amos of 1.022; then, because of the latter, it was possible to conclude that the assumption of multivariate normality was met [46].



Finally, the multicollinearity of the data was reviewed to rule out that two or more variables were highly correlated [46]. For this purpose, the variance inflation factors (VIFs) were analyzed to verify if a variable could be redundant, with redundancy being considered if VIF > 10 [42]; the VIF values ranged from 1.178 to 5.461. Consequently, multicollinearity problems in our database were discarded. Table 2 gathers the indices to evaluate the univariate normality and multicollinearity of the research variables.



3.1. Descriptive Analysis of the Sample


The valid sample consisted of 376 participants working at the operational level of the IMMEX industry, with an average age of 32 ± 9.84 years, a weekly income of USD 70 ± 36, and an average seniority of 20 months, with 67% of the participants owning their homes. Workers at the operational level have the main role of directly producing the goods or services of companies and do not supervise the work of others; they are the ones who are commonly given incentives as a strategy to increase their level of work commitment and loyalty. Table 3 shows the profile of the sample.




3.2. Factor Analysis


Before performing the factor analysis, it was necessary to conduct some tests to assess the factorability of the database. Firstly, the determinant of the correlation matrix was calculated, and because it was different from zero, this analysis was feasible [47]. Then, using Bartlett’s test of sphericity, the null hypothesis indicated that the correlation matrix was equal to the identity matrix, that is to say, whether or not the variables in the population were correlated was tested [48]; with a p < 0.001 and a χ2 of approximately 1709.105 with 15 degrees of freedom, we rejected this null hypothesis. Later, using the Kaiser–Mayer–Olkin test (KMO), a value of 0.771 was obtained, also indicating an adequate relationship between the variables [44]. Additionally, the values of the measured sampling adequacy for the individual variables exceeded the minimum threshold of 0.5 [44]; with these results, we confirmed the applicability of the factor analysis to the data matrix.



For the extraction procedure, the eigenvalues for organizational socialization and work commitment were 3.838 and 1.089, respectively, with a total explained variance of 82.1%. On the other hand, Cronbach’s alpha was used for internal consistency evaluation by considering that the closer the index was to 1, the higher the internal consistency of the instrument was. Thus, the commonly accepted value of 0.70 was accepted as the lower limit for this [44]. Table 4 shows the results of this reliability test, with all of the values being greater than the aforementioned minimum recommended value.



Subsequently, a confirmatory factor analysis (CFA) was conducted. Through this CFA, the measurement model was confirmed, indicating that the constructs organizational socialization and work commitment are adequately represented by fulfilling the necessary goodness of fit indices among which the following stand out: a significant chi-square = 21.545 with 7 degrees of freedom (p < 0.001); a RSMEA = 0.074; NFI = 0.987; a TLI = 0.982; CFI = 0.991; a PRATIO = 0.533; and a PNFI = 0.516.



The convergent validity was assessed by calculating the average variance extracted (AVE) for each construct, obtaining AVE values greater than 0.5 [44]. Likewise, the AVE values found along the diagonal of Table 5 were greater than the squared bivariate correlation between the two constructs. This evidence supports the discriminant validity and indicates the uniqueness of each construct.




3.3. Model Assessment


Once the instrument was validated, a theoretical model indicating the relationships between bonuses and incentives, social benefits, organizational socialization, and work commitment in the chosen population was proposed. The structural equation modeling (SEM) approach with the maximum likelihood (ML) estimator was used to evaluate the relationship between variables.



In the proposed model (Figure 1), all of the hypotheses were significant at the 99% confidence level. In addition, two positive direct effects and two negative effects were observed. The positive effect of social benefits on work commitment (H1) as well as its positive effect on organizational socialization (H2) is shown, whereas a lack of bonuses and incentives presents a negative effect on organizational socialization (H3), and it is additionally shown that a lack of bonuses and incentives directly and negatively influence social benefits.



Besides the chi-square test, 10 additional goodness of fit indices were calculated across three classifications (Table 6) as recommended by Hair [44]. These results supported the good fit of the structural model.



Finally, the expected cross-validation index (ECVI) [43] was calculated to validate the structural model. To do this, two samples comprising 188 responses were selected and labeled as sample A and sample B. The EVCI values for the samples were the following: ECVIA = 0.364, with a 95% confidence interval [0.305 and 0.465], and ECVIB = 0.369, with a 95% confidence interval [0.309 and 0.471]. It can be observed that both the values of ECVI and their confidence intervals are consistent for samples A and B; therefore, the proposed structural model is statistically valid.





4. Discussion


The aim of this research was to determine how the variable of social benefits has a direct and positive effect on work commitment and on organizational socialization in the maquiladora industry of northern Mexico.



Regarding the contribution of this study related to the objectives of sustainable development [53], it was found that this study and its application contribute to at least three of the objectives: The third objective regarding health and well-being is contributed to, as organizations must be aware of the physical and mental health of their workers, which is why they have the right to be treated in hospitals or health care organizations and why they receive other benefits or related incentives, for example by taking disease prevention campaigns to the workplace, supporting maternity, among others. It also supports the eighth objective related to decent work and economic growth. In organizations, there should no longer be exploitation, and if more staff is required, workers are paid overtime or receive other types of compensation, such as the aforementioned productivity bonuses. Additionally, the ninth objective related to the industry is accounted for since it is one of the dynamic and competitive economic forces that generate employment and income. These workers and businesses play a key role in introducing and promoting new technologies, facilitating international trade, and enabling the efficient use of resources. Reducing the digital gap has also been an action undertaken by organizations through training, providing equipment, etc.



The results obtained from this study show that due to the lack of bonuses and incentives, there is a negative effect on organizational socialization and furthermore also negatively affects the perception of social benefits. Likewise, social benefits influence work commitment as well as organizational socialization, as reflected in the theoretical model studied.



Several studies show a positive effect of social benefits on work commitment (H1).



Therefore, it is recommended that compensation be used strategically to raise the satisfaction levels of workers [54] through adequate planning with budget allocation and by taking into account the personal characteristics of the workers and their family environments.



In the specific field of maquiladoras, particularly those of northern Mexico, differentiated aspects were found in regard to work commitment. In the case [55] of the automotive maquiladora industry in Matamoros, Tamaulipas, dimensions such as ergonomic and environmental conditions were rated on average as satisfactory, but dimensions related to recognition, remuneration, positions, or communication were rated as unsatisfactory. In this study, a positive effect of social benefits on work commitment was detected.



Secondly, a positive effect of the social benefits variable on organizational socialization (H2) is shown.



Organizational socialization that allows an individual to complement or acquire the knowledge and skills to take on a specific task in a company has practical implications that need to be taken into account to protect the investment made in workers.



Other studies suggest [56] that organizations should improve socialization tactics—especially of newly incorporated employees—by going beyond the commonly used practices of Human Resources Departments during the recruitment, hiring, training, performance evaluation, and compensation processes.



Regarding social benefits, as [57], who present a model that includes the maximization of social benefits, affirm, the incorporation of work culture with social benefits within an organization is at its highest point today. However, as [58] supports, the challenges that different business people face to produce social benefits remain unexplored.



Nevertheless, pandemic and post-pandemic research regarding organizational socialization is interesting since virtual work and home offices meant a relevant change that also intensified a trend that already existed in companies: how work life is experienced. From this point of view, it is timely to analyze obstacles and opportunities that occur in work socialization. In a study on young people who were newly incorporated into virtual modalities, it was found that the biggest obstacle was the lack of contact with coworkers, and since it was difficult to meet them, this generated a decline in the work motivation of newcomers [59]. Without a doubt, physical contact in one’s job favors organizational socialization.



The lack of bonuses and incentives presents a negative effect on organizational socialization (H3).



Organizational socialization is essential to foster a satisfactory work environment that allows for the creation of favorable conditions both for the worker and for the company. Therefore, an ideal interrelationship between the individual and the organization is desirable, and these two elements even become two factors that are at the very center of the concept of organizational socialization and can be understood as a way to achieve the fit between the individual and the organization [60]. It is undoubtedly a process of an individual adapting to their immediate work environment. It has also been proven with empirical evidence that socialization in the organization has a direct impact on the sense of belonging that workers have in regard to the organization to which they belong [60].



In this sense, [61] states that job incentives impact different aspects of the work life of the worker within a company; for example, it can be a motivational factor and a factor of organizational progress that can raise productivity and improve the quality of the service provided.



In this research, it was also shown that the lack of bonuses and incentives presents a negative effect on organizational socialization (H3). Likewise, it decreases the employees’ perceptions of social benefits; this is because the workers do not feel like they belong to the organization, which, as a consequence, results in a lack of engagement in the organization, an increase in employee absenteeism, and a decline in the work environment as well as in the productivity of the collaborator.



Other studies [62] note that work commitment is influenced by the amount of rewards perceived by collaborators. Additionally, while incentives are usually economic, activities such as continuous training [63], leisure time, vacation days, or verbal recognition can function as an incentive.



Currently, the implementation of thematic bonuses is important, as are the green bonuses that are granted to companies for collaborating with the environment in their projects. Bonuses should be sent to workers with innovative ideas or to workers who implement them to achieve sustainable planning and management.



Another case found in the literature is the last Annual Labor Cost Survey published by the National Statistics Institute (which is known by the acronym INE in Spanish) in July 2020. In Spain, almost EUR 412 per year was allocated to social benefits per worker, with Madrid and the Basque Country being the communities with the highest salaries and highest expenses in this category. However, that is not clearly seen in other countries [64].



At this point, it is important to mention again that care should be taken when establishing only economic incentives as a source of employee motivation: as indicated by [17], an increasing number of economic studies using survey and experimental methods have shown that non-monetary incentives and non-pecuniary aspects of one’s job have substantial impacts on job satisfaction, productivity, and labor supply. Thus, the concept of work has come to represent much more than simply earning an income.



4.1. Theoretical Implications


There is a great variety of existing approaches and methods to analyze the different issues related to human capital: in this case, the issues of motivation, work commitment, and organizational climate were considered; however, quantitative options are prevailing due to the recent boom in data science. This is why this study is quantitative. In addition, there is a general trend in research regarding multidisciplinarity in topics like this one, mainly among the legal, psychological, organizational, managerial, and administrative disciplines. Studies have also been carried out in other industrial sectors, such as in the transport, communications, and services industries, among many others, using a number of theoretical approaches, including qualitative research methods, and, other studies have considered the introduction of new technologies to allow job promotions, make communication more efficient, etc. Finally, this study contributes to work regarding the quality of work life and the emerging issue of happiness that mitigates aspects such as psychosocial risks, depression, anxiety, mobbing, stress, and burnout.




4.2. Managerial Implications


The results reported here also have some managerial implications, with a direct impact on decision-making to promote the search for incentives that favor motivation and that increase the sense of belonging from workers toward the organization. It is important to mention that there are some studies about this topic; however, this work highlights the social benefits that an organization grants to employees as mediating element to achieve work commitment and to improve organizational socialization.




4.3. Study Limitations


This study presents some limitations that should be considered. First, we used a cross-sectional study, and therefore, the results represent how reality is perceived by the respondents at a specific point in time. Second, data were gathered from the maquiladora industry located in northern Mexico. Third, we only surveyed operational workers and not supervisors or managers. These limitations must be taken into account when interpreting the results and when seeking to generalize the results and conclusions presented here.



An additional limitation of this study was that some maquiladora companies did not answer the emails or phone calls made to request participation in the research as a result of the COVID-19 pandemic, so the results of the research could present a response bias.




4.4. Directions for Further Research


After conducting this research, we found some interesting lines for future research; for example, the hypotheses that the employees of companies that participate in innovation activities are more likely to report greater work commitment [65] or that the affirmation that mindfulness and happiness positively and significantly influence the creative performance of employees; it is also suggested that research on this topic be deepened since the mandatory guidelines for leadership of manufacturing organizations suggest different ways of promoting creative performance among employees according to their attitudes [66].



Moreover, this research could be complemented by incorporating new factors that are likely to be associated with the performance of workers that were not included in this study, some of which were previously mentioned, in addition to others that, in the opinion of the researchers, should be analyzed by considering the type of organization, the context, or perhaps the employees’ own experience.



It would also be desirable to analyze the dimensions of social acceptability in the context of digital manufacturing (DM) and industry 4.0, since they propose a novel framework [67].



Additionally, it should be considered that social platforms using virtual reality (VR) are an emerging phenomenon with a growing number of users in the context of the COVID-19 pandemic and in the post-pandemic era. Socialization activities such as meeting with friends using virtual reality platforms are associated with relationships and enjoyment, and recreational and creative activities allow for self-expansion [68].



Finally, some future lines of research could be derived to address the limitations mentioned above.





5. Conclusions


The main aim of this research was to explore the existing relationships between bonuses and incentives and social benefits with organizational socialization and work commitment in the context of IMMEX organizations. This objective was achieved using data collected from operational-level workers and using the SEM technique. From the results obtained, it can be concluded that the social benefits variable has a positive effect on work commitment as well as a positive effect on organizational socialization; however, a lack of bonuses and incentives presents a negative effect on organizational socialization. In addition, it is shown that a lack of bonuses and incentives has a direct and negative influence on social benefits. These results should be interesting for leaders or top managers who are looking to continuously improve their companies through the administration of the most valuable resource, namely human resources, by deploying some strategies such as the establishment of bonuses or other kinds of incentives, not only in monetary terms but also through some actions such as continuous training, leisure time, vacation days, or verbal recognition to increase well-being and the commitment of the workers toward the company goals, thus demonstrating the contribution of these actions to the social component that is so important for the sustainability of organizations.



In this sense, the main contribution of this work is the empirical validation of the existing relationships between bonuses and incentives, social benefits, organizational socialization, and work commitment since these have been little studied in the existing literature despite being important elements affecting the productivity of the workforce in organizations. Specifically, the organizational socialization that has practically remained unstudied.



As previously stated, this research could be complemented by incorporating new factors such as education and training or teamwork as precursors or causes of work commitment and of long-term retention. This study can also be expanded to not only focus on manufacturing industries.



Finally, special attention should be paid to the definition of policies related to incentives in organizations as, although some studies have observed a positive relationship between economic incentives and work commitment [69], other studies have reported adverse effects on both employee satisfaction and performance [70,71,72].
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Figure 1. Model proposed. Numbers are the standardized regression coefficients and solid lines indicate the direction of the effects. *** Significant at 0.001 level. 
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Table 1. Variables considered in the research.
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Variables

	
Item






	
Bonuses and Incentives (B&I)

	
B&I: Do you frequently receive bonuses and incentives?




	
Social Benefits (SB)

	
SB: What are the social benefits that you perceive?




	
Latent Variables

	
Items




	
Organizational Socialization (OS)

	
OS1: In my work unit, supervisors regularly congratulate employees in recognition of their efforts.




	
OS2: In my work unit, supervisors use different ways to tangibly recognize employee efforts (for example, more flexibility with schedules, more interesting projects, tickets to cultural or sporting events).




	
OS3: The bosses take my opinion into account when making decisions in the company.




	
Work commitment (WC)

	
WC1: I feel that I have very little reason to consider leaving my organization.




	
WC2: I feel a strong sense of belonging to my organization.




	
WC3: I consider that I am an important part of the company.








Source: Developed by authors.













 





Table 2. Indices to assess univariate normality and multicollinearity.
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	Variable
	Skew
	Kurtosis
	VIF





	B&I
	−0.481
	−1.768
	1.178



	SB
	−0.824
	−1.310
	1.961



	OS1
	−0.266
	−1.474
	4.736



	OS2
	−0.111
	−1.527
	5.461



	OS3
	−0.050
	−1.267
	1.871



	WC1
	−0.411
	−1.405
	4.359



	WC2
	−0.695
	−0.899
	5.036



	WC3
	−0.812
	−0.736
	2.424










 





Table 3. Sample profile.
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Number of Participants

	
Response Rate






	
Gender

	

	




	

	
Men

	
227

	
60.4




	

	
Women

	
149

	
39.6




	
Marital status

	

	




	

	
Married

	
157

	
41.8




	

	
Single

	
141

	
37.5




	

	
Civil union

	
65

	
17.3




	

	
Divorced or separated

	
13

	
3.4




	
Number of children

	

	




	

	
Childless

	
168

	
44.7




	

	
One

	
71

	
18.9




	

	
Two

	
83

	
22.0




	

	
Three

	
41

	
10.9




	

	
Four or more

	
13

	
3.5




	
Education

	

	




	

	
Elementary school

	
26

	
6.9




	

	
Middle school

	
164

	
43.7




	

	
High school

	
172

	
45.7




	

	
Bachelor’s degree

	
14

	
3.7




	
Hours worked per week

	

	




	

	
40–47

	
240

	
63.8




	

	
48–56

	
135

	
35.9




	

	
More than 56

	
1

	
0.3








Source: Developed by authors.













 





Table 4. Reliability test results.
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	Variables
	Items
	Mean
	Standard Deviation
	Cronbach’s Alpha
	Range of Correlation Item-Total Correlation





	Organizational Socialization
	3
	2.766
	0.100
	0.897
	0.634–0.848



	Work Commitment
	3
	3.160
	0.228
	0.880
	0.598–0.884










 





Table 5. Correlation and AVE values.
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	Latent Variable
	Organizational Socialization
	Work Commitment





	Organizational Socialization
	0.764
	0.284 1



	Work Commitment
	0.533 2
	0.739







1 Value above the diagonal is squared correlation between constructs. 2 Value below the diagonal is correlation between constructs.













 





Table 6. Model fit indices estimates.






Table 6. Model fit indices estimates.





	

	
Acceptable Level

	
Values

	
References






	
MODEL FIT

	

	

	




	
 Chi-square (χ2)

	

	
53.415

	




	
 Degrees of freedom (df)

	

	
16

	




	
 χ2/df

	
Less than <5

	
3.338

	
[49]




	
ABSOLUTE FIT INDICES

	

	




	
 RMSEA

	
Less than 0.08

	
0.079

	
[44,50]




	
 GFI

	
Close or >0.90

	
0.981




	
 SRM

	
Less than 0.05

	
0.043

	
[51]




	
INCREMENTAL FIT INDICES

	

	




	
 NFI

	
Close or >0.90

	
0.974

	




	
 TLI

	
0.967

	
[44,47]




	
 IFI

	
0.981

	




	
 CFI

	
Greater than >0.95

	
0.981

	




	
PARSIMONY FIT INDICES

	

	




	
 PRATIO

	
From 0.5 to 1

	
0.571

	




	
 PNFI

	
0.556

	
[52]




	
 AGFI

	
0.561

	








Source: Developed by authors.
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