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ABSTRACT

The objective of this study is to empirically examine the relationship between salary, job performance, and
Altruistic Behavior and to verify whether there is any link between these three variables. Empirical
research conducted by using regression analysis on a research sample of 30 National Basketball
Association teams including 1566 players from the period 2012-2013 to 2015-2016. The findings of this
study indicate that salary is positively correlated with altruistic behavior and also with job performance. In
addition, altruistic behavior has a significant positive impact on job performance and exerts mediating
effect between the relationship of salary and job performance.
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1. INTRODUCTION

This document describes, and is written to conform to, author guidelines for the journals of
AIRCC series. It is prepared in Microsoft Word as a . Salary or employee compensation is a
topic that generates considerable interest among practitioners and scholars. Over the past decade,
many studies have been conducted on the National Basketball Association (NBA), National
Football League (NFL), Major League Baseball (MLB) and the National Hockey League (NHL)
with the focus of formulating strategies to see the relationship between salary and job
performance. Higher salary leads to higher performance in the court and it has a positive effect on
job performance as well as in the behavior. [1, 2, 3, 4]. The National Basketball Association
(NBA) is the most important and famous basketball league all around the world, especially in the
USA. The qualified players from different countries of the world apply to enter the NBA league
to get selected by one of the thirty teams that make the study of the NBA interesting [S]. The
NBA is a compilation of 30 basketball teams in the United States and Canada. In North America,
it is currently the third largest sports league with approximately 7.3 billion dollars in revenue. The
teams of the NBA have to face critical decisions regarding salary allocation. The players in the
league provide different values to their respective team, hence are worth different amount of pay.
According to [6] In the world of professional sports, it provides a unique environment to examine
and study business and economic issues. It is the only industry where the face, name and life
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history of every player, coach, manager, etc. is available. Furthermore, he found that the data of
the National basketball association not only explains about the racial discrimination but also
clarifies the whole story from beginning to end.

In 2012-2013, NBA season set a new record of 84 international players from 37 different
countries and territories on NBA rosters [7]. The NBA has completed a superb activity
proceeding to advance consistently, remaining current and changing as society's standards
change. It has changed its rules to make the game more aggressive and entertaining. It has
additionally executed rules with the expectations of making a player's pay more fair and equitable
when compared to their deserved compensation. Each team can utilize a set percentage of its
revenues for their pay expenses. Generally, a single player can get the maximum of 30 percentage
of the clubs total salary cap and every team has one or two players who earn a considerable
amount of money than to their teammates. The international players who entered into National
Basketball Association (NBA) in the start, there is a foreign wage premium exist for them. There
is less discrimination in salary among international and domestic players, who joined the national
basketball association later. Though, the NBA has not always demonstrated the practice of equal
salaries to its players for equal production. The existence of any form of discrimination would
tarnish the reputation and much upset the players that lead to a turnover [8].

The social exchange theory proposed by [9] suggest that any exchange relation can divide into
two forms in an organization that is social change relationship and economic exchange
relationship. The cooperation is the main driving force in the progress and development of an
organization, and altruistic behavior is helpful for the teamwork and also for the organizational
performance [9, 10, 11]. An employee with altruistic behavior can make more contributions to the
organization or exceed himself, which is not only helpful to his development but also to the
organization's effectiveness and success [12]. [13] Investigated the relationship between investors
and entrepreneurs and found that social exchange theory strongly influences the success of an
entrepreneurs' funding. Because it offers access to resources like knowledge, partners, and
finance. Furthermore, altruistic behavior is useful for the teamwork as well as for organizational
performance.

The study of [14] on path analysis on the relationship between employees compensation,
organizational commitment, job satisfaction and organizational citizenship behavior found that
the more employees are satisfied with their salaries, the more they will make commitments to the
organization and work. In some way, if employees have altruistic behavior despite unequal pay, it
tends to produce efficiency in the organization and has stronger intention to stay in the
organization.

Hence, if the coaches and managers of the team can make proper utilization of the salary to
promote the altruistic behavior of players who may exceed themselves, the operational
performance and efficiency will be improved. The players will be encouraged to have more
altruistic behaviors to reduce the turnover intention. In this way, the organization can deal with
the salary discrimination by promoting the altruistic behavior. On the other hand, the players who
are satisfied with their salaries are ready to devote their time to extra work, bringing about a win-
win result.

The questionnaires are often used in the study of organizational behavior and human resource, but
it cannot fulfill the objective of the study as their environment background and social
circumstances influence people. Therefore the results may be inaccurate with questionnaire
analysis. A lot of data about professional sports like NBA, NHL, NFL. MLB are available which
can be used for the research and different tests, and that data is more valid and precise.
Furthermore, the test result will be relatively objective as external factors cannot change these
data. The easy access to precise data and practical resources in sports industry makes this study
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possible. The objective of this study is to examine the relationship among salary, job performance
and Altruistic Behavior of NBA players during the period 2012-2013 to 2015-2016 and to
determine whether there is any link among variables.

This paper will proceed as follows. Section 2 discusses theoretical concerns and empirical
literature relevant to this study. Section 3 provides the description of the dataset and presents the
model and estimation procedures to be applied to player performance in the NBA. Section 4
reports the brief discussion of results. Section 5 concludes the paper.

2. LITERATURE REVIEW

2.1 SALARY AND JOB PERFORMANCE

Job performance of the employees is the key factor for the success of the organization. [15]
Performed a study on National Hockey League (NHL) by using a regression analysis between
salary and performance measures of 710 players. The results showed the significant positive
relationship between salary and assists, career games, goals and all-star appearances. [16] did the
similar study and investigated the relationship between salary and performance measures of
National Hockey League by using regression analysis and furthermore one study executed by
[17] on the National Football League (NFL) by using the same method. [18] Studied the
relationship among salary and performance of national basketball associations (NBA) teams and
players by using regression analysis. The results showed that points per game, rebounds per game
and assists per game have a positive correlation with salary.

[19] recommended that job satisfaction, as well as salary satisfaction, is correlated to altruistic
behavior and it will have an effect on job performance, directly and indirectly. [20] and, [14]
found that the more employees are satisfied with their salary, the more helpful the behaviors
towards the organization leading to higher performance. According to Chien, Lawler, & Uen
[21], the payment of salary supported performance may produce a way of quality towards job
performance. Scholars recommended that a satisfied employee tend to be present at work more
often, be productive, makes fewer mistakes and has stronger intention to remain within the
organization [22].

2.2 SALARY AND ALTRUISTIC BEHAVIOR

[23] and [24] considered that the salary should include the financial reward, a variety of essential
services and welfare within the employment relationship. Salary refers to an incentive system as
well as base salary, bonus, and welfare, that the employer paid to employees for their work [25].
[26] Pointed out that altruistic behavior is a positive attitude of employees towards the
organization that is beyond the call of duty. Salary could have a significant effect on job
involvement as well as on altruistic behavior. Altruistic behavior is also beneficial to improve
productivity and quality of work, keep the organization's competitiveness and reduce the turnover
rate. An employee will contribute to the growth and development of organizational performance
by doing extra work willingly and without conditions [27]. The more the employee is paid, the
more he feels satisfied and the more efforts he will make in job involvement. Furthermore, salary
has a positive correlation with altruistic behavior [28]. The above evidence is supporting the
study of [29] which showed that the level of altruism increase with individual income. According
to [30] that an employees face different returns to altruistic effort. The workplace that is severely
hit by the financial crisis have lower returns while higher returns are related to prosocial
behaviors within the workplace

73



International Journal of Humanities, Art and Social Studies (ITHAS), Vol. 3, No.2, May 2018
2.3 ALTRUISTIC BEHAVIOR AND JOB PERFORMANCE

Job performance refers to the excellence achieved by individuals or groups after the task is
fulfilled [31]. According to the study proposed by [32], job performance is related to the record of
results when the employees of the organization have achieved the goals and objectives. Job
performance refers to the work, performed by the employees. They will offer skills and
technology to assist others and follow the instructions of the leaders [33]. [34] Found that
employees with lesser altruistic behaviors have a lower level of satisfaction than those with
higher altruistic behaviors; further, altruistic behaviors persuades the employee turnover rate.
Employees having lesser altruistic behavior are more likely to be absent from a job, relax at work
and leave their job. [35] found that the more employees are satisfied with their job, the more
helpful the behaviors towards the organization leading to higher performance.

According to [36] and [37] employees with high altruistic behaviors can dedicate themselves to
extra-role behaviors like novelty and creation rather than being late or left their jobs. Generally,
employees with high altruistic behaviors can create more efforts in their work and show an
excellent job performance [38].

2.4 MEDIATING EFFECT OF ALTRUISTIC BEHAVIOR

According to [39] the mediation relationship is one in which the exogenous variable causes the
mediator that then causes the endogenous variable. For example, the "mediated effect" is often
referred to "indirect effect" as it performs the effect of the exogenous variable effect on the
endogenous variable effect via the mediator variable (i.e., indirectly instead of directly). The
"mediator" is constantly described as "intervening variable," an intermediate between exogenous
and endogenous.

According to [40], four conditions are required to be fulfilled for a mediator variable. First,
independent variable significantly affects the mediator variable. Second, mediator variable
significantly affects the dependent variable. Third, an independent variable significantly affects
the dependent variable. Fourth, when mediator hinders with the independent variable and affects
the dependent variable, the significant impact turns into a non-significant impact. Based on the
above logic judgment, the study suggested that the altruistic behavior has the characteristics of
mediator variable in the relationship between salary and job performance.

3. MATERIALS AND METHODS

A unique dataset has been constructed in this study that covers four regular seasons from 2012-13
to 2015-16 including all the 30 NBA teams. The dataset comprises the information of players
who participated in games during those seasons. The player's data salary, assists, and points have
been taken from basketball-reference.com. Table 1 shows the definition of each variable while
Table 2 presents the descriptive statistics of the variables used for estimation. The primary
purpose of this study is to investigate and understand the mediating effect of altruistic behavior
by studying the relationship between independent and mediator by using regression analysis.
Figure 1 shows the conceptual framework of the empirical research.
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Fig. 1Research Framework

74



International Journal of Humanities, Art and Social Studies (ITHAS), Vol. 3, No.2, May 2018
Table 1: definitions of variable

Wariables Definition

X-Balarv A salarvis a tvpe of fixed compensation, paid to an emplovee for
regular work.

M: Assists The plaver whopassesthe ball to a teammatein a wayv thatleadstoa

score by a field goal.
Y- Points The number of points a plaver achieves.

Where X: Independent Variable (salary); M: Mediator variable (altruistic behavior) and Y:
Dependant variable (job performance)

Table 2: Descriptive Statistics of variables

Year 2012-2013 2013-2014 2014-2015 2015-2016
Mean 556.68 634.64 602.38 563.66
Points Stfi. Dev. 45931 52598 302.85 461.21
Min. 0 0 0 0
Max. 2280 2914 2475 2376
Mean 12592 138.34 135.72 12480
Assists Stfi_ Dew. 142.44 152.06 163.0% 137.96
; Min. 0 0 0 0
Max. 704 721 1076 839
Mean 4565160 4531022 4510097 4955397
Salary Stfi_ Dev. 4749584 5014762 4785908 5239221
. Min. 27859 9281 29483 30388
Max. 30453803 30453803 23500000 25000000

Source: Authors

4. RESULTS

The empirical findings show the effect of the relationship among salary, job performance, and
altruistic behavior. The study confirms the effect of salary on altruistic behavior by using simple
regression analysis. Table 3, we found that regarding the relationship between salary and
altruistic behavior during the year 2012-2013 to 2015-2016. The model F value is significant in
every year, and the overall model F value is also significant, and overall VIF value is less than 10
which shows that there is no collinearity in this regression. The overall regression coefficient
B=0.665 indicates that salary has a significant positive impact on altruistic behavior.

Table 3: Regression Analysis of Salary and Altruistic Behavior

Variable Assists (Altruistic Behavior)
Salary 2012-2013  2013-2014 2014-2015 2015-2016  Owerall
p 419 344 376 509 663
t-value 8.966%+* T.123%%k B 213%H 11.669%%% 17 283%%*
R® 176 118 142 259 442
F-value 80.397%%*  50.735 67 44T*** 136.159 208.68T7F**
VIF 1.000

#p=0.05, **p=0,01, ***p=0.001
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The study confirms the effect of altruistic behavior on job performance by using simple
regression analysis. According to Table 4, it found that regarding the relationship between
altruistic behavior and job performance during the year 2012-2013 to 2015-2016. The model F
value is significant in every year, and the overall model F value is also significant, and overall
VIF value is less than 10 which shows that there is no collinearity in this regression. The overall
regression coefficient f=0.846 indicates that altruistic behavior has a significant positive impact
on job performance.

Table 4: Regression Analysis of Altruistic Behavior and Job Performance

Variable Points (Job Performance)
Assists (Altruistic 2012-2013  2013-2014  2014-2015 2015-2016 ~ Overall
Behavior)
p 750 726 726 731 846
t-value 22.016%%%  20.54]%%* 2] 360%*+* 21.156%%%  30.796%**
R® 562 527 527 534 716
F-value 484 701%%% 421,030%Fk 456 234%k% 447 SETFF* 048 403 %+
VIF 1.000

#p<0.03, #*p<0,01, ***p=0.001

At last, the study validates the effect of salary on job performance and the mediating effect of
altruistic behavior, as shown in Table 5. The F-values in model 1 and model 2 are significant. The
results show that during the year 2012-2013 to 2015-2016, the regression coefficient of salary to
job performance is significant and the overall B value is 0.734, indicating that overall salary has a
positive impact on job performance. Therefore, it has been confirmed that independent variable
has a significant positive impact on the mediator variable. It also has been confirmed that
mediator variable has a significant positive impact on the dependent variable. Furthermore, it has
been confirmed that the independent variable has a significant positive impact on the dependent
variable. Meanwhile, in model two, the mediator variable interferes with the relationship between
the independent variable and dependent variable and reduces the overall regression coefficient of
salary to job performance to 0.307. In the context of the analysis referred above, the assists
(altruistic behavior) is found to have a specific mediating effect.

Table 5: Regression Analysis of Mediating Effect

Variable Year Job performance overall
VIF
i t-value B t-value
(Model 1) (Model 2)
2012-2013 584 13.575%%% 327 EREREE
2013-2014 516 11.725%== 302 8 0GE**
Salary 2014-2015 450 11.360%*= 232 T.300%** 1.000
2015-2016 631 16.078%*= 330 9 71 xxxx
overall 734 20.955%%= 307 0.223%%*
2012-2013 613 18 253%%%

... 2013-2014 622 18 123%%*
Altruistic 55140015 631 18 271%%* 1.792
behavior 5015016 553 153365

overall 642 10.307%*%*
Overall F-value 439.123%%% 622.460%**

#p<0.05, =*p<0.01, ***p=0.001
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5. DiScUSSION AND CONCLUSION

The results indicate that salary has a significant positive impact on altruistic behavior, which
confirms the findings proposed by [28]. He suggested that the more the worker is paid, the more
he feels fair about the job participation of others and his participation, and he will give extra
efforts in job involvement, which is positively associated with altruistic behavior. Furthermore, it
is also found from the findings that altruistic behavior has a positive impact on job performance.
Therefore, the employees with higher altruistic behaviors give extra efforts in job performance
and demonstrate an improved job performance. As per the verification of the study, the findings
recommended that salary has a significant impact on job performance. At the point when
altruistic behavior hinders the relationship among salary and job performance, it applies a
mediating effect. This result complies the findings recommended by [41] which indicated that the
more employees are satisfied with their work or salary, the more they will have excellent and
beneficial behaviors towards the organization and that helps to improve performance. Finally, this
study creates a considerable contribution to the observing link among salary, altruistic behavior,
and job performance. The coaches and managers of the teams should wisely and efficiently use
the money and promote the altruistic behavior that will be favorable for the better performance of
the teams as well as for the organization.

The research findings indicate that salary can help improve job performance and that altruistic
behavior has a mediating effect on the relationship between independent and dependent variable,
that makes the relationship particularly important. The salary of NBA players are different
according to their value in their respective teams, so it is suggested that general managers and
coaches should retain talented players by giving them training about altruistic behavior. Because
if the players have altruistic behavior, they give extra time to their work, perform better, work in a
team and improve the performance. Therefore, general managers and coaches are recommended
to build up a better culture in the organization and offer team performance incentives. So that the
players have a better understanding of the value of team collaboration, hence encourage the
altruistic behavior. The key point is that players could be emboldened to have more altruistic
behaviors having less turnover intention. In this way, the organization could work up with the
salary bias and have an excellent game. On the other hand, the players who are gratified with
their salaries are ready to give their time to additional work, carrying about a win-win result.

REFERENCES

[1] C. C. Chen, C. J. Chuang, T. S. Kuo and W. I. Chen, "RELATIONSHIP BETWEEN PLAYER
PERFORMANCE AND SALARY IN A PROFESSIONAL BASEBALL LEAGUE," European
Journal of Physical Education and Sport Science, 2018.

[2] C. A. Depken and J. Lureman, "Wage Disparity, Team Performance, and the 2005 NHL Collective
Bargaining Agreement," Contemporary Economic Policy, pp. 36(1), 192-199, 2018.

[3] Q. A. Keefer, "The sunk-cost fallacy in the National Football League: salary cap value and playing
time," Journal of Sports Economics, pp. 18(3), 282-297, 2017.

[4] J. Koster and B. Aven, " (2018). The effects of individual status and group performance on network
ties among teammates in the National Basketball Association," PloS one, pp. 13(4), e0196013, 2018.

[5] J. A. Martinez and S. B. Caudill, "Does midseason change of coach improve team performance?
Evidence from the NBA," Journal of Sport Management, pp. 27(2), 108-113, 2013.

[6] D. J. Berri, National Basketball Association. In Handbook of Sports Economics Research, united
Kingdom: Routledge, 2017.

77



International Journal of Humanities, Art and Social Studies (ITHAS), Vol. 3, No.2, May 2018

[7] NBA, "International-players-on-opening-night-rosters," 2012. [Online]. Available:
http://www.nba.com/2012/news/10/30/international-players-on-opening-night-rosters/. [Accessed 20
April 2018].

[8] J. R. Hill and P. A. Groothuis, "Is There a Wage Premium or Wage Discrimination For Foreign-Born
Players in the NBA?," International Journal of Sport Finance, pp. 12(3), 204-221, 2017.

[9] P. M. Blau, "Exchange and power in social life," Wiley, New York, 1964.

[10] D. W. Organ, Organizational Citizenship Behavior: The Good Soldier, Lexington: MA: Lexington
Books, 1988.

[11] P. M. Podsakoff, M. Ahearne and S. B. MacKenzie, "Organizational citizenship behavior and the
quantity and quality of work group performance,” Journal of applied psychology, pp. 82(2), 262,
1997.

[12] C. A. Smith, D. W. Organ and J. P. Near, "Organizational citizenship behavior: Its nature and
antecedents," Journal of applied psychology, pp. 68(4), 653, 1983.

[13] L. Huang and A. P. Knight, "Resources and relationships in entrepreneurship: an exchange theory of
the development and effects of the entrepreneur-investor relationship," Academy of Management
Review, pp. 42(1), 80-102, 2017.

[14] H. H. Chou, F. H. Liu and H. H. Chen, "A path analysis on the relationship between employees’
compensation, job satisfaction, organizational commitment, and organizational citizenship behavior,"
Journal of Data Analysis, pp. 8 (2), 93-116, 2013.

[15] K. Peck, "Salary Determination in the National Hockey League: Restricted, Unrestricted, Forwards,
and Defensemen," Western Michigan University, 2012.

[16] J. Fullard, "Investigating Player Salaries and Performance in the National Hockey League,” Brock
University, 2012.

[17] P. Chakravarthy, "Salary Allocation and Risk Preferences in the National Football League: The
Implications of Salary Allocation in Understanding the Preferences of NFL Owners," Harvard
College , 2012.

[18] R. Xiong, M. Greene, V. Tanielian and J. Ulibarri, "Research on the Relationship between Salary and
Performance of Professional Basketball Team (NBA)," in In Proceedings of the 8th International
Conference on E-business, Management and Economics, Birmingham, United Kingdom, 2017.

[19] D. W. Organ and K. Ryan, "A meta-analytic review of attitudinal and dispositional predictors of
organizational citizenship behavior," Personnel psychology, pp. 48(4), 775-802, 1995.

[20] D. T. Donavan, T. J. Brown and J. C. Mowen, "Internal benefits of service-worker customer
orientation: Job satisfaction, commitment, and organizational citizenship behaviors," Journal of
marketing, pp. 68(1), 128-146, 2004.

[21] M. S. Chien, J. S. Lawler and J. F. Uen, "Performance-based pay, procedural justice and job
performance for R&D professionals: evidence from the Taiwanese high-tech sector," The
International Journal of Human Resource Management, pp. 21(12), 2234-2248, 2010.

[22] J. Sénchez-Beaskoetxea and C. Coca Garcia, "Media image of seafarers in the Spanish printed press,"
Maritime Policy & Management, pp. 42(2), 97-110, 2015.

[23] L. R. Burgess, Compensation Administration (2th ed.), Columbus: OH: Merrill Publishing Company,
1989.

78



International Journal of Humanities, Art and Social Studies (ITHAS), Vol. 3, No.2, May 2018

[24] G. T. Milkovich and J. M. Newman, Compensation (7th ed.), New York: McGraw-Hill Publishers,
2002.

[25] L. L. Byars and L. W. Rue, Human Resource Management (7th ed.), New York: McGraw-Hill
Publishers, 2004.

[26] M. A. Konovsky and S. D. Pugh, "Citizenship behavior and social exchange,"

management journal, pp. 37(3), 656-669, 1994.

Academy of

[27] S. P. Robbins, Organizational Behavior (9th ed.), New jersey: Upper Saddle River NJ: Prentice Hall,
2001.

[28] J. R. Van Scotter, "Relationships of task performance and contextual performance with turnover, job
satisfaction, and affective commitment,” Human resource management review, pp. 10(1), 79-95,
2000.

[29] M. Hoffman, "Does higher income make you more altruistic? evidence from the holocaust.," Review
of Economics and Statistics, pp. 93(3), 876-887, 2011.

[30] N. Ashraf and O. Bandiera, "Altruistic capital," American Economic Review, pp. 107(5), 70-75, 2017.
[31]J. R. Schermerhorn, Management for Productivity (3rd ed.), New York: Wiley, 1989.

[32] J. S. Kane and E. E. Lawler, "Performance appraisal effectiveness: Its assessment and determinants,"
Research in organizational behavior, pp. 1, 425-478, 1979.

[33] D. T. Hall and J. G. Goodale, Human resources management. Strategy, Design and Implementation,
Mlinois: Scott, Foresman and Company, 1986.

[34] N. Aranya, T. Kushnir and A. Valency, "Organizational commitment in a male dominated profession,”
Human Relations, pp. 39(5), 433-448, 1986.

[35] D. W. Organ, "Organizational Citizenship Behavior: Recent Trends and Developments,”" Annual
Review of Organizational Psychology and Organizational Behavior, p. (0), 2018.

[36] R. T. Mowday, L. W. Porter and R. M. Steers, Employee-Organizational Linkages: The Psychology of
Commitment, Absenteeism and Turnover, New York: Academic press, 1982.

[37] L. W. Porter, R. M. Steers, R. T. Mowday and P. V. Boulian, "Organizational commitment, job
satisfaction, and turnover among psychiatric technicians,” Journal of applied psychology, pp. 59(5),
603, 1974.

[38] R. M. Steers, "Antecedents and outcomes of organizational commitment," Administrative science
quarterly, pp. 46-56, 1977.

[39] D. P. MacKinnon, Introduction to statistical mediation analysis, New York: Lawrence Erlbaum
Associates, 2008.

[40] R. M. Baron and D. A. Kenny, "The moderator—mediator variable distinction in social psychological
research: Conceptual, strategic, and statistical considerations," Journal of personality and social
psychology, pp. 51(6), 1173, 1986.

[41] D. T. Donavan, T. J. Brown and J. C. Mowen, "Internal benefits of service-worker customer

orientation: Job satisfaction, commitment, and organizational citizenship behaviors," Journal of
marketing, pp. 68(1), 128-146, 2004.

79



