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Abstract The purpose of this research study is to examine the importance of the total com-
pensation model in family business as an essential element for human resources management, 
in line with the organisation’s strategic management, in order to optimise organisational 
behaviour. This is based on the useful and efficient use of different compensation tools and 
methods, taking into consideration both the differences and common aspects of family busi-
nesses with regard to other type of companies, as well as their size.
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El modelo de compensación total en la empresa familiar como herramienta clave para el 
éxito

Resumen El objetivo de esta investigación es examinar la importancia del modelo de com-
pensación total en la empresa familiar como elemento esencial para la gestión de los recursos 
humanos, en línea con la gestión estratégica de la organización, para optimizar el compor-
tamiento organizacional. Esto se basa en el uso útil y eficiente de diferentes herramientas y 
métodos de compensación, teniendo en cuenta tanto las diferencias y aspectos comunes de 
la empresa familiar con respecto a otro tipo de empresas, como su tamaño.

INSTITUTO DE LA         EMPRESA FAMILIAR
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1. Introduction

A company’s success depends on its ability to main-
tain stability while managing change with regard to 
internal and external pressures. Although all organi-
sations have some difficulties to adapt to changing 
conditions, family businesses present specific and 
unique issues and problems (Beckhard & Dyer Jr., 
1983).
Studying the problematic differences that affect 
family businesses is becoming more and more rel-
evant in the management field (Sánchez Carrasco & 
Madera, 2010). This is a consequence of the signifi-
cant importance of family business’s activity on the 
economy of developed countries (Gallo et al., 2004).
The interdependence between ownership and man-
agement in these companies creates strengths that 
tend to make executive and strategic decisions more 
complex and subjective (Beckhard & Dyer Jr, 1983). 
One of the main challenges that family businesses 
often have to face relates to worries regarding hu-
man resources (Heneman et al., 2000; McCann et 
al., 2001).
Various authors highlight that one of the main as-
pects to consider when designing a family business 
nowadays is the compensation system (Cardon & Ste-
vens, 2004; Gómez-Mejía et al., 2003; Rutherford et 
al., 2003). Likewise, a key factor is the total com-
pensation system, which consists of both a financial 
and non-financial extrinsic rewards and an intrinsic 
reward (Delgado-Planas 2004; Saqib et al., 2015). 
This system constitutes a normal practice in the busi-
ness dynamic and is an invaluable management tool, 
since it can be used to attract, keep, motivate and 
satisfy workers (World at Work, 2000).
People and organisations should not be understood 
as repaired entities. Their interaction produces joint 
behaviour, known as organisational behaviour, which 
introduces the study of the activities which are being 
carried out by people in an organisation and the im-
plications on the performance of the business itself 
(Robbins, 1992).
It is assumed that each person presents a unique 
condition, an idiosyncrasy that influences the need 
to generate and analyse a contingency structure of 
organisational behaviour on the basis of the use of 
situational variables that moderate cause-effect re-
lationships (Robbins, 1992).
This diverse and conditional essence is also directly 
influenced by the organisation’s nature, from which 
it is ultimately deduced that the compensation strat-
egies are different, as is the case of all organisations 
(Murlis, 1996).
From a strategic perspective, family businesses build 
their mission, prioritising the family link itself. First-
ly, because in order to maintain interest and business 
involvement they must feel a family purpose, and 
the second reason is the need for a sense of cohe-
sion and pride that will make people want to over-

come problems (Ward, 2016). Likewise, compensa-
tion practices must be aligned with both the business 
objectives and employees’ values (Brown, 2001), so 
that the sense of family proves to be the context 
through which the strategy should be understood.
Therefore, human resources management in family 
businesses is a complex task in an environment in 
which the relationships between owners, manag-
ers, employees and family are not clearly defined in 
terms of authority and responsibilities (Leon-Guerre-
ro et al., 1998; Reid & Adams, 2001).
The adoption of formal compensation practices in 
family businesses could be important in at least two 
ways (Anneleen, 2017). Firstly, the compensation 
system may be an important communication device 
to encourage business activities and highlight the le-
gitimacy to external parties involved (Cardon & Ste-
vens, 2004; Graham et al., 2002). Secondly, family 
businesses are recently beginning to recognise the 
benefits that the implementation of formal human 
resources management practices may bring (Shee-
han, 2014), given that the implementation of best 
human resources management practices generally 
leads to an improvement in business performance 
(Carlson et al., 2006; Sheehan, 2014). Thus, adopt-
ing more formal compensation practices could be a 
sign of professionalisation, and, therefore, making 
the business more attractive to possible applicants.
On the other hand, the introduction of formalised 
compensation practices may also have disadvantag-
es for family businesses. For example, the high cost 
associated with these practices for businesses with 
limited resources; it could limit the possibility of em-
ployees negotiating with regard to their salary and 
benefits, which could consequently lower their moti-
vation (Marlow & Patton, 2002). Moreover, formalis-
ing compensation could undercut the advantages of 
having an informal business culture.
If a deductive method is assumed, it is revealed that 
one of the essential aspects of the compensation 
strategy is the application of a compensation policy, 
which is presented as a set of principles and guide-
lines reflecting the business’ orientation and philoso-
phy regarding workers’ remuneration (Chiavenato, 
1993).
Accordingly, the need of a specific study on total 
compensation in family businesses is apparent. This 
study aims to respond to a series of questions: What 
are the differences in the various compensation poli-
cies between family businesses and other types of 
businesses? How does the size of a business influ-
ence on this difference? How do the employees of 
family businesses value financial and non-financial 
elements?
The criteria to be considered are:
- Human resources professionals in family busi-
nesses are familiarised with the functions of human 
resources management, specifically with the total 
compensation model.
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- With the alignment existing between human re-
sources management and strategic management in 
family businesses, compensation, in general terms, 
is fundamental not only for the human resources 
strategy, but also for the organisation as a whole.

2. Theoretical Framework: Total Compensation

Over time, the study of family businesses has proven 
to be an increasingly valued topic (Catry & Buff, 
1996), since it always appears to be linked to some 
specific dynamics that require qualitative and quan-
titative analysis separate from other possible busi-
ness paradigms. 
Strategic planning in family businesses is different 
from planning in other types of businesses, mainly 
because family problems must be included in the 
planning (Ward, 1988).
In the family business model a situation with three 
main components arises: ownership, management 
and family, the latter representing the unique part 
of its nature and becoming in many cases the funda-
mental pillar on which the business dynamic is driven 
(Walsh, 2011).
The interaction of these three component results in 
both unique challenges and opportunities. The bene-
fits deriving from belonging to a family business vary 
depending on its size and state of evolution. Like-
wise, this aspect provides an interesting perspec-
tive to consider when developing human resources 
strategies for the construction of the appropriate 
structures shaping each family business, lastly being 
reflected in the total compensation system (Walsh, 
2011).
In the study of the people’s behaviour in organisa-
tions, there is a relationship which feedbacks from 
the interaction of both parties. This study raises 
unique questions under the family environment 
spectrum. It is based on pillars that differ from other 
types of companies, insofar as the dynamics of this 
sector directly and indirectly influence organisa-
tional behaviour, more specifically, in the direction 
of three fundamental discrepancies that completely 
separate family businesses in the scope of organisa-
tional behaviour: the control of capital by the family, 
their participation in business management and the 
intimate link between family and business (Catry & 
Bluff, 1996).
This model is understood as a fusion of two systems 
or institutions, with the family system being deeply 
emotional and the business system being based on 
labour. Both systems overlap and may become inde-
pendent, since they are often opposites, with dis-
similar objectives and priorities (Steckerl, 2011).
Generally, empirical evidence highlights that human 
resources practices in family businesses are signifi-
cantly less professional than those in non-family busi-
nesses. In terms of agency, these less formal and pro-
fessional human resources practices are explained 

by the high alignment of principal-agent interests 
and the altruism of those linked to family businesses 
(Chua et al., 2009; Schulze et al., 2001).
Some studies found that family businesses have less 
probabilities of adopting formal human resources 
management practices than their non-family coun-
terparts (Astrachan & Kolenko, 1994; de Kok et al., 
2006; Reid & Adams, 2001). Others found that fam-
ily ownership had no significant influence on the use 
of formal human resources management practices 
(Newman & Sheikh, 2014; Wu et al., 2014).
The situation posed encourages to think about these 
specific qualities of family organisations that govern 
certain patterns to which the behaviour determining 
the total compensation model must conform.
On the other hand, the total compensation sys-
tem consists of the addition of variable and fixed 
rewards. These integrate what is known as direct 
rewards, to which indirect financial and non-finan-
cial reward is added, resulting in extrinsic reward. 
Likewise, intrinsic compensation is also taking into 
account, forming a total adhesion known as total 
remuneration or total compensation. Problems re-
lating to compensation are considered to be one 
of the main challenges faced by family businesses 
(Michiels et al., 2017). 
Generally, compensation is understood as the process 
of planning the factors to be included in the salary 
system, coordinating, organising, communicating, 
applying, controlling and evaluating them (Morales 
& Velandia, 1999). For this reason, it is evident its 
weight on organisational behaviour in these kinds of 
businesses, given that, moreover, the business’s val-
ues, objectives and culture are taken into account 
(Lawler, 1990).
The essence of the family shapes this nature and 
provides a perspective which impacts on behaviour, 
since compensation systems are part of the process 
which helps employees to achieve their objectives 
(Cummings & Worley, 2001). This is, in turn, a key 
objective of total compensation, since keeping in 
mind that measures lead to behaviour is considered 
as a key element in businesses. Likewise, rewarding 
appropriate behaviour leads to obtain the desired 
results are obtained (Bussin, 2009). This emphasises 
the fact that a total compensation system directed 
towards the desired organisational behaviour of eve-
ry generation of employees may be essential (Van 
Rooy, 2014).
Another sense which gains importance in the devel-
oped analysis is that compensation is understood as 
a set of rules and procedures used to established 
or maintain equal and fair salary structures in the 
organisation (Chiavenato, 2002).
The salary structure is based on the following main 
pillars:
- Fixed remuneration: formed by the agreed sal-
ary, called basic salary, and the voluntary salary, 
which can be presented under personal bonus 
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payments, due to job position, and extraordinary 
bonuses.
- Variable remuneration: section of payments which 
are not guaranteed, since the employee’s benefits 
are directly linked to a framework of work effective-
ness, whether this is in the short term or long term, 
made up of bonuses, incentives, prizes for business 
objectives and awards.
Total compensation is the result of the addition of 
fixed and variable remuneration, as well as indirect 
fringe benefits, payment in kind, and certain goods 
or products belonging to the business, such as cars, 
tax benefits, business services, as well as anything 
that consists of non-financial and intangible ele-
ments which conform to the attributes that work-
ers receive, transcending the concept of monetary 
remuneration; for example, the business’ organisa-
tional culture, personal development and the family 
business environment.
This is based on the deductive method, using the 
family environment as a starting point to study the 
behaviour of the people which results in the total 
compensation method, in order to pose three spe-
cific hypotheses which support the objectives of the 
exploratory study:
Regarding the first hypothesis and once the different 
types of remuneration making up total compensation 
are proposed, direct financial extrinsic reward, which 
is fixed, provides more positive results than the rest, 
since it is the most valued; as a result, it conditions 
variables depending on organisational behaviour:

Hypothesis 1: Direct financial extrinsic reward, 
which is fixed, provides more positive results than 
the rest.

In accordance with the second hypothesis, a positive 
correlation arises between human resources profes-
sionals and their impact on effective compensation 
policy development management, as well as the op-
eration of total compensation. This is based on the 
fact that organisational behaviour is responsible for 
studying people within an organisation and how their 
behaviour influences performance:

Hypothesis 2: A positive correlation arises between 
human resources professionals and their impact on 
effective compensation policy development manage-
ment, as well as the operation of total compensation.

By focusing on the third hypothesis, independent 
variables of absenteeism, rotation and productiv-
ity appear, conditioning organisational behaviour. 
The model presented by Robbins is used as a refer-
ence point for this approach, assuming as depend-
ent variables at individual, group and organisation 
level, those conditioning the behaviour of people 
in the organisation, even though other independ-
ent conditioning factors are present, being inte-

grated by the variables initially stated: rotation, 
absenteeism and productivity (Bowie-McCoy et 
al., 1993; Kruse, 1993; Peterson & Luthans, 2006; 
Stajkovic & Luthans, 1997):

Hypothesis 3: Independent variables of absentee-
ism, rotation and productivity appear, conditioning 
organisational behaviour. 

3. Materials and Methods

The approach of this research is empirical-an-
alytical and is considered to be an exploratory 
study, since it is based on the theory to cover 
and explain the behaviour of a particular phe-
nomenon: total compensation in family busi-
nesses. The study is descriptive and transversal, 
as it aims to characterise the analysis’ dimen-
sions: family organisations, the people in said 
organisation, the compensation strategy and to-
tal compensation.
For that purpose, independent variables of organ-
isational behaviour (Robbins, 1992) are analysed 
aiming at proving their importance and repercus-
sion on the organisation’s dependent variables: 
the influence of strategic management and the 
adoption of certain compensation policies, as well 
as other with a transversal impact on the manage-
ment of the family business and its members.
The survey population is made up of human resources 
professionals from a family business in the province 
of Malaga, Spain.

Table 1. Population, sample and participants

No. businesses Population% Sample%

Population 631 100%

Sample 105 17% 100%

Participants 40 6% 38%

Source: authors of the paper

Table 2. Business sector of organisations

Sector No. businesses %

Hospitality 6 15.00%

Business and Services 8 20.00%

Metal Industry 9 22.50%

IT and Engineering 6 15.00%

Others 11 27.50%

Source: authors of the paper
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Table 3. Organisation staff

No. of workers No. %

From 1 to 49 8 20.00%

From 50 to 250 16 40.00%

More than 250 16 40.00%

Source: authors of the paper

The method used for the research analysis is a 
questionnaire-style tool (Arribas, 2004; Muri-
llo, 2006). The development, design planning 
and subsequent preparation is based on previ-
ous works linked to the analysis of independ-
ent variables of organisational behaviour and 
the state of the company itself (Bussin & Rooy, 
2014; Nienaber, 2011), without forgetting 
previous studies on compensation practices 
(Hatice, 2012; Machorro et al., 2008; Madero, 
2012; Sánchez-Alcaraz & Parra, 2013). 
The questionnaire is designed on the basis of 
previous tools, such as “scales on compensa-
tion practices PRG-13 and PRE-21” (Boada-
Grau et al., 2012) for the elaboration of the 
structure and development process of items 
relating to the subject of the study and, fi-
nally, the “Measure of human resource prac-
tices: psychometric properties and factorial 
structure of the questionnaire PRH-33” (Boa-
da-Grau & Gil-Ripoll, 2011). A Likert scale is 
used to measure the items, with 1 meaning 
“strongly disagree” and 5 meaning “strongly 
agree”, which is very useful for studying peo-
ples’ behaviour (Mercadé et al. 2017, 2018, 
2019).

4. Results

The results regarding human resources pro-
fessionals are considerably positive in general 
terms, taking into account that these profes-
sionals are part of the management of the 
family organisation and bear in mind their ca-
pacity to influence the family business on the 
basis of remuneration policies aligned with the 
strategic management. In accordance with the 
hypothesis two, it is therefore deduced that, 
effectively, human resources professionals in-
fluence the organisation. This fact favours the 
development and subsequent application of the 
practices studied under the total compensation 
model in family businesses, positively impact-
ing them. Since most of the human resources 
professionals are part of management commit-
tees and influence the organisation, combined 
with the fact that compensation is aligned with 

the organisation’s strategy, the hypothesis is 
verified.

Table 4. Are they a member of the Management 
Committee?

Answer No. %

Yes 24 60.00%

No 16 40.00%

Source: authors of the paper

Table 5. Do they have the ability to influence the 
Management Committee?

Answer No. %

Yes 29 72.50%

No 11 27.50%

Source: authors of the paper

Table 6. Are the HR policies aligned with the 
organisation’s strategy?

Answer No. %

Yes 24 60.00%

No 16 40.00%

Source: authors of the paper

On the other hand, when it comes to evaluating 
the results regarding the importance of depend-
ent variables that condition organisational be-
haviour, as well as its correlation with the com-
pensation policy, interesting data are gathered. 
These data refer to motivation, leadership and 
culture, based on a qualitative item.
It is concluded that, regarding the conclusions 
on organisational behaviour following Robbins’s 
model, positive dimensions of the analysed de-
pendent variables mentioned are obtained, thus 
verifying the third hypothesis (as an individual 
through motivation, as a group through leader-
ship and, lastly, as an organisation through cul-
ture), and its weight in order to achieve internal 
variables.
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Table 7. In general, which factors do you think 
condition staff behaviour in your organisation 
(rotation, satisfaction, absenteeism, etc.)?

Aspect %

Job stability 40.00%

Importance of human capital and 
the sense of belonging to the group 20.00%

Flexibility of hours and days, 
work-life balance 20.00%

Motivation 15.00%

Others (professional career, quality, etc.) 15.00%

Source: authors of the paper

Lastly, with regards to the first hypothesis, it is 
considered relevant to devote a section in 
which the results obtained are presented in 
more depth, given that, although the empiri-
cal evidence is enough to conclude that fixed 
direct financial extrinsic reward is more valued 
and conditions dependent variables of organi-
sational behaviour—as stated before—other ap-
proaches presented are also fulfilled; that is to 
say, the analysis allowed to detect that the size 
of the family business, in turn, influences the 
determination of the preferred compensation 
model, since in the case of organisations with 
more than two hundred and fifty people, in-
trinsic reward is more valued than other types, 
thus shedding light on a new divergence in the 
study of this matter. As a result, the hypothesis 
proposed is verified following the approaches in 
the literature consulted before this study was 
conducted.
Accordingly, although the new compensation 
models, which are linked to this new industrial 
revolution formulated on massive amounts of 
information, lead to a commitment to human 
capital and the retention of talent, as they 
provide better results both in non-financial and 
intrinsic remuneration, it is deduced that these 
new concepts seem to go against profession-
als’ current valuation. This is due to the fact 
that although organisations are increasingly 
supporting total compensation, there is still an 
important point of reference towards fixed re-
muneration. As a result, the first hypothesis is 
verified.

Figure 1. Remuneration levels in total compensation

Source: authors of the paper

If data are crossed with the size of the organisa-
tions, the fixed direct financial extrinsic reward 
is higher in organisations with 1-49 employees, 
where intrinsic reward exceeds them.

Figure 2. Reward levels in total compensation 
according to the organisation’s size

Source: authors of the paper

5. Discussion and Conclusions

Firstly, based on the results, it can be stated that 
family businesses consider total compensation to 
be an interesting model, although they indicate 
a clear preference for fixed reward. An exception 
is found for businesses with more than 250 em-
ployees, where the focal point is more inclined 
to intrinsic reward.
In some studies (Carrasco & Sánchez, 2014; 
Gómez-Mejía et al., 2003) it has been discovered 
which characteristics define the compensation 
practices of family businesses compared to non-
family businesses.
In general, employees’ remuneration in family 
businesses is mainly fixed, while variable remu-
neration barely exists. However, it should be 
stated that directors who are not part of the 
family receive more fixed remuneration instead 
of variable or in kind compensation in compari-
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son to family members. Nevertheless, it should 
be noted that some types of businesses design 
systems which are more orientated towards per-
formance. In this sense, it can be concluded that 
Directors, both family members and non-family 
members, are compensated more adequately 
–less fixed salary and more variable remunera-
tion (annual bonus) in companies with a higher 
average seniority and belonging to the industrial 
sector and other services. Therefore, there are 
no significant differences in treatment with re-
gard to the existence or non-existence of a fam-
ily link. Other employees are compensated to a 
greater extent on the basis of bonuses or incen-
tives—whether in the short or long term—by fam-
ily businesses with mixed management and larger 
size which belong to the industrial section (Car-
rasco & Sánchez, 2014).
Moreover, regarding family businesses, there are 
also studies which find differences between types 
of employees. For example, incentives usually 
have less weight on the total salary for family 
employees compared to non-family employees 
(Pérez et al., 2007) and the opposite with re-
gards to fixed salaries. Additionally, if they are 
not the business owner, extra compensation given 
to family members are often fixed by emotional 
and altruistic criteria rather than their efficiency 
at their job. Family owners and entrepreneurs 
understand that this path is a way of helping 
family members with less resources.
 Thus, one of the most significant risks of family 
businesses is that, with the aim of strengthen-
ing emotional and family ties, the business man-
agement considers making special compensation 
packages for employees who are family members, 
using indirect remuneration; that is, compensat-
ing family members using specific goods such as 
company cars, mobiles, trips, etc. This has a 
devastating effect on the rest of the employees’ 
perception of equality and supposes a reason for 
high dissatisfaction and work disputes that dam-
age the business’s efficiency.
If family businesses are able to achieve balance, 
equality and professionalism when compensating 
their employees, regardless of their family ties, 
whose compensation will come through owner-
ship shares, they will undoubtedly obtain an ad-
vantage with regards to employee satisfaction 
and business productivity (Carrasco & Sánchez, 
2014). Non-managerial employees’ salary of fam-
ily owned and managed businesses is lower and 
have a higher fixed amount in comparison to 
employees working for a professionalised family 
business (Sánchez-Marín et al., 2010).
Secondly, a positive correlation appears between 
compensation and the organisation’s strategy, as 
well as its evaluation and correction in accord-
ance with the modifications in the business’s 

structures and systems, as well as processes, 
technology and new demands that arise as a re-
sult of these changes.
Some studies highlight that one of the main as-
pects that should be considered when designing 
a current family business is its employees’ com-
pensation system, since aligning the business’s 
performance and results with workers’ needs and 
compensations represents a challenge (Gómez-
Mejía et al., 2003).
Family businesses are characterised by hav-
ing few managers and, therefore, an operating 
base of employees that is considerably larger in 
comparison to non-family businesses (Van Steel 
& Stunnenberg, 2006). Consequently, non-man-
agerial employees’ compensations acquire even 
more relevance (Carrasco & Sánchez, 2014), 
since both in terms of cost—which may amount 
to 80% of operative costs—and motivation, they 
are more representative of the business’reality 
in the design of compensation than those relating 
to management staff. 
Finally, human resources professionals mainly 
form part of the organisations’ management 
committees and have the necessary influence to 
decide the convenience of the application and 
development of compensation practices through 
them, with a clearly positive influence on the 
strategic dynamic of family businesses.
Studies on human resources practices in family 
businesses are particularly important if they also 
consider the particularities of these organisa-
tions. Generally, the orientation of said practices 
is conditioned by the complexity of relationships 
between family members, non-family members 
and the business (Pérez et al., 2007). 
Despite the importance of human resources for 
the business’s competitiveness, few studies have 
focused on the analysis of the best management 
practices to attract, keep and motivate the most 
efficient employees for family businesses (Carras-
co & Sánchez, 2014). Research has been mainly 
carried out for large businesses and to a lesser 
extent for SMEs (De Kok et al., 2006); however, 
barely any studies are found on human capital 
management in family businesses, even though 
the importance of human resources and its man-
agement in these types of organisations are 
continuously highlighted (Astrachan & Kolenko, 
1994; Reid & Adams, 2001). Hence, the purpose 
and importance of this article to discover and 
analyse the development of human resources in 
family businesses, characterising the compensa-
tion practices used in these businesses.
Ultimately, despite the improvements required—
particularly by family businesses and smaller 
businesses, and generally by all businesses re-
garding compensation policies—it can be stated 
that the family businesses analysed show an ef-
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ficient orientation in the use of their human re-
sources (Ashtrachan & Kolenko, 1994).
As stated at the beginning of this paper, the 
study of total compensation in family businesses 
is not only of great interest, as supported by the 
literature discussed, but it also allows to cover 
small gaps that have not been filled yet and fo-
cuses on the unique problem present in this type 
of business with an outstanding relevant weight 
in the international market.

6. Limitations and Future Lines of 
Investigation

As in any study of this kind, a series of limita-
tions are found in different aspects of the analy-
sis which must be considered:

a) With regards to the method, the information 
outlined in the survey carried out does not 
encompass the maximum that such a broad 
and interesting topic may cover. Likewise, it 
is important to highlight that more research 
of greater analytical-statistical rigour on this 
topic must be proposed to complement the 
data presented in this study.

b) As for the sample, it is carried out on profession-
als in human resources departments in organisa-
tions in the city of Malaga; as a result the sam-
ple constitutes a limited sample in geographical 
terms. The aforementioned respondents are in 
charge of different functions in their respective 
businesses which also gives certain heterogene-
ity to the sample. Lastly, it is also considered 
relevant to highlight that it does not cover the 
wide range of functions involved in human re-
sources, thus the sample does not have all of 
the desired perspectives on the subject.

c) Lastly, based on the sample’s limitations, it 
would be a mistake to extrapolate the infor-
mation provided by the study without consid-
ering the essential difference to be consid-
ered in different contexts. It is also essential 
to remember the need to pay attention and 
promote future studies in an increasingly 
changing and disruptive environment.

As a result of all of the above, future lines of 
investigation are proposed which serve as an ad-
dition to the conclusions and results obtained in 
the study conducted.
Firstly, since the family businesses’ size was the 
main discriminatory variable regarding results, 
to observe the potential changes in preferences 
and the level of importance of the compensation 
package, it would be interesting to propose in 
the analysis a discrimination focused on more de-
mographic terms, as for example, the worker’s 
gender, in order to consult any possible discrep-

ancies to be taken into account. With the im-
portance of the incorporation of women into the 
business world, and specifically, to the family 
business, this seems to be quite topical.
Furthermore, in order to understand to what ex-
tent these specific results are transferable to other 
cities, it would be essential to broaden and repeat 
this study in other areas. In this case, the different 
ways of understanding total compensation would 
be revealed, whether on a purely cultural level or 
based on other determining factors.
Lastly, the examination of the underlying differ-
ences between family businesses and other busi-
ness models, as regards of human resources, be-
yond total compensation, also generates and pro-
poses debates and questions which may be quite 
attractive for future research, such as employee 
training in family businesses, on-site organisa-
tional behaviour or the approach of the promo-
tion strategy.
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