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Abstract

This study aims to investigate the key factors influencing on job satisfaction
and analyze their impact on employee productivity within the production sec-
tor in Saudi Arabia. Given the strategic importance of the production industry
in achieving the goals of Saudi Arabia Vision 2030, understanding the dynam-
ics between employee satisfaction and productivity is essential for organiza-
tional success. The research adopts a quantitative, analytical approach, using a
structured questionnaire distributed among employees working in selected
production companies across Saudi Arabia. The study explores various dimen-
sions of job satisfaction, including compensation, work environment, leader-
ship style and career development, and examines how these variables affect
overall employee performance. Job satisfaction is also examined as a mediating
variable between organizational factors and employee’s productivity. While the
work environment was found to be the most influential organizational factor
affecting job satisfaction, the regression analysis confirmed that job satisfaction
itself is the most powerful predictor of employee productivity. The findings
show a significant relationship between job satisfaction and employee produc-
tivity, with certain factors (such as fair compensation and benefits, A support-
ive, safe, and inclusive work environment, supportive leadership and opportu-
nities for career development) playing a more prominent role. The results will
provide actionable recommendations for human resource managers and poli-
cymakers to improve working conditions and enhance workforce performance
in the production sector. However, while the work environment emerged as
the most significant organizational factor affecting job satisfaction, the regres-
sion analysis revealed that job satisfaction itself was the strongest overall pre-
dictor of employee productivity.
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1. Introduction

Saudi Arabia is currently witnessing a dynamic environment and rapid changes
in the national economy, following Vision 2030. This is taking place in various
aspects, with digital transformation impacting all organizations in the country
(Arabia, 2022; Saudi Arabia, 2022). Furthermore, all organizations must work
hard to hire qualified employees and devote time to training them to perform the
tasks required to achieve the goals of Saudi Arabia’s vision in general and the or-
ganization’s goals in particular (Ali et al., 2021). Furthermore, employee satisfac-
tion will contribute to organizational productivity and lead to positive outcomes.
Consequently, employee satisfaction will positively impact employee engagement
in daily management, as they behave more positively than dissatisfied employees
(Arifin et al., 2019).

Human resources (employees) are among the most important and valuable
resources for the success of any organization. They are the backbone of the busi-
ness and the driving force behind all businesses. They are capable of improving
performance and represent the primary means of achieving their goals. Em-
ployee productivity is critical to all productive organizations in both the public
and private sectors, as the success or failure of an organization depends on its
job performance. Therefore, organizational managers pay special attention to
the psychological, physical, and financial needs of employees, seeking to im-
prove their personal and professional performance through various methods
and approaches, such as training, performance evaluation, and job design, to
keep pace with the technological development and progress witnessed in Saudi
Arabia.

Companies now face greater responsibilities towards the well-being of their em-
ployees, so it’s time for companies to start viewing health and well-being as a core
investment rather than an expense (Smith, 2023). A key consideration is main-
taining a healthy work-life balance, which helps reduce stress and prevent burnout
in the workplace (Cole, 2023). In addition, companies should ensure employees
are able to maintain their work-life balance and provide support for employees
experiencing stress.

In today’s dynamic and competitive business environment, organizations are
increasingly recognizing the strategic importance of human capital in achieving
long-term success. Among the key drivers of organizational performance is job
satisfaction, which plays a crucial role in shaping employee behavior, motivation,
and productivity. Understanding the factors that influence job satisfaction is
therefore, essential for companies seeking to improve workforce outcomes and

overall organizational efficiency.
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Job satisfaction refers to the emotional state or attitude of employees towards
their job, influenced by various intrinsic and extrinsic factors. Previous research
has identified a wide range of determinants of job satisfaction, including compen-
sation, work environment, leadership style, and career development opportunities
(Rahman & Hoque, 2023; Alshammari et al., 2022a).

Moreover, studies have consistently shown a positive relationship between job
satisfaction and employee productivity (Igbal et al., 2024). Employees who are sat-
isfied with their jobs tend to be more motivated, committed, and productive. For
example, Ahmed & Hassan (2023a) found that leadership support significantly
improves job satisfaction, which in turn leads to higher performance in UAE pri-
vate firms. Similarly, Zhou & Zang (2023) reported that career development pro-
grams enhance satisfaction and productivity in Chinese manufacturing compa-
nies.

However, there remains a gap in research when it comes to understanding how
these relationships function within the production sector in Saudi Arabia, a key
area of economic activity under the country’s Vision 2030 transformation plan.
As the nation continues to diversify its economy and increase industrial produc-
tivity, exploring the psychological and organizational factors that affect employee
outcomes is both timely and essential.

Therefore, this study aims to examine the factors affecting job satisfaction—
specifically compensation, work environment, leadership style, and career devel-
opment—and assess their impact on employee productivity, with a particular fo-
cus on the mediating role of job satisfaction. The findings are expected to offer
both theoretical contributions and practical insights for human resource manage-

ment in the Saudi production sector.

2. Literature Review and Previous Studies

Job satisfaction has long been recognized as a crucial factor influencing employee
performance, retention, and organizational success. Various studies have exam-
ined the determinants of job satisfaction and how they affect productivity. One of
the key determinants is compensation and reward systems. According to Alkandi
et al. (2023), in a comprehensive study across Saudi Arabia’s primary, secondary,
and tertiary industrial sectors, incentives did not directly improve employee per-
formance but significantly boosted job satisfaction, which in turn enhanced
productivity. This highlights the mediating role of job satisfaction between organ-
izational practices and employee outcomes.

Work environment is another vital factor. Alshammari et al. (2022a) found that
a supportive and inclusive work environment in Saudi organizations contributes
positively to job satisfaction and reduces turnover. Similarly, Altassan (2023) em-
phasized that employees’ satisfaction varies according to their tenure and de-
mographics, and that structured HR practices and supportive environments im-
prove overall satisfaction. Leadership style, particularly transformational and sup-

portive leadership, has been shown to enhance job satisfaction. Ahmed & Hassan
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(2023b) discovered that leadership behavior significantly shapes employee morale
and job satisfaction, which directly impacts performance. Employees respond
positively to leaders who offer clear vision, recognition, and growth opportunities.
Career development is another major contributor to job satisfaction. Zhou & Zang
(2023) indicated that access to training and promotion pathways increases em-
ployee engagement and satisfaction. This aligns with findings from Altassan
(2023), who suggested that tailored HR development strategies foster higher sat-
isfaction levels among Saudi employees. These recent findings reinforce the im-
portance of a holistic approach to job satisfaction—one that incorporates fair
compensation, a supportive work environment, effective leadership, and oppor-
tunities for development. This study builds on these insights by focusing specifi-
cally on how these factors influence employee productivity within the Saudi pro-
duction sector.

In labor-intensive sectors, compensation satisfaction is a fundamental determi-
nant of productivity. An equitable and just compensation system can enhance em-
ployee recognition, hence enhancing their focus on work and greatly improving
task completion efficiency (Alam et al., 2020).

On the other hand, the significance of workplace fulfillment and team satisfac-
tion has become evident in knowledge-intensive sectors. Employees often draw
motivation from diligent and purposeful work, which can subsequently augment
their engagement and creativity (Locke, 1969). A pleasant team climate fosters
trust and support among members, facilitating collaboration, alleviating stress,
and enhancing team production (Roos & van Eeden, 2008).

Productivity plays a key role in improving corporate performance. Employee
productivity is labor productivity, which can be evaluated by how much work
an employee does in a specific time. Basically, it measures or evaluates the out-
put or production of a team or group. Employees will accomplish their goals
and fulfill their responsibilities by providing high-quality products (Abdel-
wahed & Al Doghan, 2023).

Employee productivity indicates the degree of efficacy that shows the time ex-
pected to perform a specific task. When employees are productive, they often do
certain duties more quickly and effectively, however if they are not productive at
work, it will take them longer to complete certain jobs, which costs money (Singh
& Chaudhary, 2022). However, a shortage of confidence among employees and
owners can diminish employee productivity, thereby hampering organizational
performance. Productivity of an employee is the capacity of an employee to finish
work in a timely and effective manner, as determined by the company, in order to
achieve company objectives. Productivity of employee is also defined as the ca-
pacity to create goods and services in support of organizational purposes (Fibriadi
et al., 2022; Yunus & Ernawati, 2018).

In competitive environment today, increasing productivity of employee is one
of the main corporation goals. Various studies reveal that productivity of em-

ployee is related to performance of organizational. Organizational performance
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will be better if employee productivity increases, so that currently organizations
are paying more attention to increasing employee productivity (Abdelwahed & Al
Doghan, 2023; Singh & Chaudhary, 2022).

2.1. Affecting Factors on Job Satisfaction and Employees Productivity

Job satisfaction has been widely studied as a key psychological factor influencing
employees’ motivation, commitment, and performance. It refers to the degree to
which individuals feel positively or negatively about their jobs. Productivity, on
the other hand, represents the efficiency and output of employees within an or-
ganization. Numerous studies have established a strong correlation between em-
ployee satisfaction and higher productivity.

Factors Affecting Job Satisfaction. It is essential to understand the factors that
affect job satisfaction as they vary from one employee to another, even if they are
in the same workplace environment (Phung & Vinh, 2021). Different factors can
affect job satisfaction; it is essential to have a multidimensional approach to it
(Aboazoum et al., 2015). The multidimensional approach will help better under-
stand the reasons behind the job satisfaction and dissatisfaction that an employee
might have throughout his working experiences and help to find solutions for em-
ployee dissatisfaction (Aboazoum et al., 2015).

In terms of factors affecting job satisfaction, as found by Comm and Mathaisel
(2000) and discussed by Fassina et al. (2008): “job satisfaction is influenced by
the level of pay and performance, employee benefits, training, recruiting,
learning curve inefficiencies, reduction in the client base, job design, life satis-
faction, autonomy, growth satisfaction, satisfaction with co-workers, satisfac-
tion with supervisors and customer satisfaction. Further, job satisfaction is a
cognitive and affective appraisal of a job viewed as a construct conceptualized
in terms of beliefs and feelings regarding one’s job.” (Mohammed & Eleswed,
2013).

It brings to our attention that a satisfied employee is a happy and productive
employee who possesses a better sense of the work environment, which could
be infectious to their colleagues and encourage them to do more than expected
and take more initiatives. Four impactful factors on job satisfaction were de-
tected and identified: First, engaging work and meaningfulness. Second is the
level of relatedness and sense of belonging. The third is the ability to charac-
terize and position employees, and last, workplace culture as in work-life bal-
ancing, autonomy, and communication factors. The presented factors are axi-
oms to the momentum leading force of the employee’s behavior and feelings.
Nevertheless, maintaining these factors will further enhance their job satisfac-

tion and thus their productivity.

2.1.1. Compensation and Benefits

Compensation and benefits are among the most important external motivators
that keep employees performing at high levels of efficiency. According to (Nguyen
et al. (2022), fair wages, rewards, and benefits have a positive impact on job satis-
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faction. When employees feel that compensation is fair and commensurate with
their performance, their motivation and productivity increase. Recent studies
conducted by Rahman and Hoque (2023) in manufacturing companies in Malay-
sia revealed that compensation significantly impacts both satisfaction and perfor-

mance levels.

2.1.2. Work Environment

A supportive, safe, and inclusive work environment plays a significant role in
boosting employee morale and job satisfaction. Physical conditions, organiza-
tional culture, and teamwork dynamics also play a crucial role. Several studies
have been conducted, most notably by Al-Shammari et al. (2022). They conducted
a study on the telecommunications sector in the Kingdom of Saudi Arabia and
found that a positive work environment significantly improves employee satisfac-

tion and reduces turnover.

2.1.3. Leadership Style

Leadership style determines how employees interact with their leaders and how
aligned they are with the organization’s goals. Transformational leadership, in
particular, is positively associated with job satisfaction and performance. In a re-
cent study conducted by Ahmed and Hassan (2023a), leadership support was
found to be a strong predictor of satisfaction and trust in private companies in the
UAE.

2.1.4. Career Development

Opportunities for growth, promotions, and skill development directly contribute
to employee satisfaction. Organizations that invest in employee development ex-
perience higher engagement and productivity. Numerous studies have revealed
this positive relationship between career development and job satisfaction.
Among these studies, Zhou and Zang (2023) found that employees in Chinese
manufacturing companies reported higher levels of satisfaction and productivity

when structured career development plans were provided.

2.1.5. Job Satisfaction as a Mediator Variable

The concept of job satisfaction is related to the attitudes and level of satisfaction
of employees towards their jobs and is influenced by a wide range of variables
related to the various prevailing conditions and situations they face in their work.
Job satisfaction refers to the achievement or satisfaction of a desire, need, or incli-
nation. Psychologists have used the term “job satisfaction” since 1930 to refer to
employees’ attitudes, inclinations, and their degree of adaptation to their jobs
(Ahmed & Mahmoud, 2022).

Job satisfaction is a multidimensional concept that expresses the complete sat-
isfaction that the employee receives from their job, the work team they work with,
and the supervisors who oversee the organization they work for. Job satisfaction
is that positive feeling that the working individual has towards their job and the

organization they work for in terms of their compatibility with the internal climate
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of the organization, the stability of their satisfaction, and the fulfillment of their
expectations and desires. Job satisfaction is a psychological mental state in which
the employee’s personality integrates with their job duties.

Many studies have confirmed that job satisfaction acts as a mediating varia-
ble between workplace factors (e.g., compensation, leadership, environment)
and employee performance. Recent study conducted by Igbal et al. (2024), in a
cross-sectional study of universities in Pakistan, demonstrated that job satis-
faction mediates the relationship between training and organizational produc-
tivity.

The literature consistently demonstrates that compensation, work environ-
ment, leadership style, and career development are significant predictors of job
satisfaction. Moreover, job satisfaction plays a mediating role in enhancing em-
ployee productivity. These findings justify the current study’s framework, which
seeks to analyze these variables and their interrelationships in the Saudi produc-

tion sector.

2.1.6. Theoretical Framework

The theoretical framework in Figure 1 below illustrates the theoretical framework
of the study, which examines the impact of four independent variables—Compen-
sation and Benefits, Work Environment, Leadership Style, and Career Develop-
ment—on the dependent variable, employee productivity.

Job satisfaction is presented as a mediator variable, meaning it plays a central
role in explaining how these independent variables influence productivity. The
arrows in the diagram show that each independent variable affects Job Satisfac-
tion, which in turn has a direct effect on employee productivity.

This framework reflects the hypothesis that when employees are satisfied with
their compensation, work environment, leadership, and career growth, their

productivity is significantly enhanced through increased job satisfaction

Independent
Varaiables

Compensation and

dependent
Benefits Mediator Variable
Varaiable
Work
Environment
_
Job Satisfaction Employees
Productivity
Leadership Style
Career E——
Development
Source: Prepared by the researcher for this study.
Figure 1. Theoretical framework.
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3. Objectives of the Study

1- To identify the key factors that influence job satisfaction among employees
in the production sector.

2- To examine the relationship between job satisfaction and employee produc-
tivity.

3- To analyze the role of job satisfaction as a mediating variable between organ-
izational factors and productivity.

4- To provide practical recommendations to enhance job satisfaction and im-

prove productivity.

4. Significance of the Study

1- Helps HR managers and decision-makers understand employee needs and
motivations.

2- Supports efforts to improve organizational efficiency and employee reten-
tion.

3- Contributes to academic literature on job satisfaction and productivity in

emerging economies, especially in the Gulf region.

5. Research Problem

Despite various reforms and developments in the Saudi production sector, many
organizations experience challenges related to employee retention and perfor-
mance. It is essential to investigate which aspects of job satisfaction have the most

significant impact on productivity to guide organizational strategies and policies.

6. Research Questions

- What are the key factors influencing job satisfaction in Saudi Arabia's produc-
tion sector?

- How does job satisfaction affect employee productivity?

7. Hypotheses of the Study

- Main Hypothesis:

Ho (Null Hypothesis):

There is no statistically significant relationship between the factors affecting job
satisfaction and employee productivity in the production sector in Saudi Arabia.

H; (Alternative Hypothesis):

There is a statistically significant relationship between the factors affecting job
satisfaction and employee productivity in the production sector in Saudi Arabia.
- Sub-Hypotheses Based on Independent Variables

Hiq: There is a statistically significant relationship between compensation &
benefits and job satisfaction.

Hiz: There is a statistically significant relationship between the work environ-

ment and job satisfaction.
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His: There is a statistically significant relationship between leadership style and
job satisfaction.

Hi4: There is a statistically significant relationship between career development
opportunities and job satisfaction.
- Hypothesis Involving the Mediating Variable (Job Satisfaction)

H;s: Job satisfaction has a statistically significant effect on employee productiv-
ity.
- Mediated Relationships (Mediation Hypotheses)

H;¢: Job satisfaction mediates the relationship between compensation & bene-
fits and employee productivity.

H,,: Job satisfaction mediates the relationship between work environment and
employee productivity.

Hjs: Job satisfaction mediates the relationship between leadership style and em-
ployee productivity.

H;o: Job satisfaction mediates the relationship between career development and

employee productivity.

8. Research Methodology
8.1. Research Design

This study adopts a quantitative, descriptive-analytical research design. It is aimed
at examining the influence of various factors affecting job satisfaction and the sub-
sequent effect on employee productivity. A structured questionnaire was used to
collect primary data from employees working in production companies in Saudia
Arabia.

8.2. Population and Sample

The study population consists of employees and workers in the production sector
in Saudi Arabia. A purposive sampling technique was used to select a sample of
500 respondents from 10 major production companies across Saudia Arabia.

The companies included in the study are: (SABIC - Saudi Aramco - Ma’aden
( Saudi Arabian Mining Company) - Almarai Company - National Industrializa-
tion Company (Tasnee) - Saudi Arabian Glass Company Ltd. - Middle East Paper
Company (MEPCO) - Zamil Industrial Investment Company - Advanced Petro-
chemical Company - Saudi Ceramic Company ).

A total of 500 participants were randomly selected from the above-mentioned
companies, with an effort to include diverse job roles, departments, and experi-
ence levels. This sample is considered representative of the broader production

sector in Saudi Arabia.

8.3. Data Collection Method

Data was collected using a structured, self-administered questionnaire. The ques-
tionnaire included 56 items divided into different sections corresponding to the

independent variables (compensation & benefits, work environment, leadership
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style, and career development), the mediating variable (job satisfaction), and the
dependent variable (employee productivity). Responses were measured on a 5-

point Likert scale.

8.4. Data Analysis Techniques

The data was analyzed using the Statistical Package for the Social Sciences (SPSS).
The following techniques were applied:

1- Descriptive statistics to summarize the demographic data.

2- Reliability analysis (Cronbach’s Alpha) to assess the internal consistency of
the instrument.

3- Exploratory factor analysis (Principal Component Analysis with Varimax
rotation) to validate construct structure.

4- Correlation analysis to identify the relationship between variables

5- Multiple regression analysis to determine the effect of independent variables
on job satisfaction and productivity.

6- Mediation analysis to test the role of job satisfaction as a mediator.

9. Data Analysis Procedures

9.1. Respondents’ Profile

The study was conducted among 500 employees working in 10 different produc-
tion companies across various regions in Saudi Arabia (SABIC - Saudi Aramco -
Ma’aden (Saudi Arabian Mining Company) - Almarai Company - National In-
dustrialization Company (Tasnee) - Saudi Arabian Glass Company Ltd. - Middle
East Paper Company (MEPCO) - Zamil Industrial Investment Company - Ad-
vanced Petrochemical Company - Saudi Ceramic Company) These companies
represent various sub-sectors within the production industry, including petro-
chemicals, manufacturing, mining, food processing, and industrial products,
making them highly relevant for a diverse and representative sample in your re-
search. The participants were selected using a stratified random sampling tech-
nique to ensure representation from multiple job levels and departments within
the production sector.

Organizational size, geographical region, and industry sub-sector (e.g., petro-
chemicals, food processing) were carefully considered during sampling to ensure
the sample reflects diversity within the Saudi production sector.

Table 1 below summarizes the demographic and professional characteristics of
the 500 respondents who participated in the study. The respondents are distrib-
uted across several categories:

1. Company Distribution:

The respondents come from 10 production companies, with 50 individuals
from each company, totaling 500 participants.

2. Job Position:

* Operational Workers: Represent 40% of the sample, which equals 200 re-

spondents.
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Table 1. Respondents’ profile.

* Technicians: Make up 25% of the sample, or 125 respondents.

* Supervisors/Middle Management: Account for 20%, or 100 respondents.

* Administrative/Support Staff: Represent 15%, which is 75 respondents.

3. Gender:

* Male: Comprise 75% of the respondents (375 participants).

* Female: Make up 25%, equaling 125 participants.

4. Age Group:

*18-25 years: 15% of respondents, or 75 individuals.

* 26-35 years: The largest group at 40%, totaling 200 respondents.

* 36-45 years: Represent 30%, or 150 respondents.

* 46 years and above: Account for 15%, or 75 individuals.

5. Education Level

* High School Diploma: Held by 35%, or 175 respondents.

* Technical Diploma: 30% of respondents have this qualification (150 individuals).
* Bachelor’s Degree: Also held by 30% (150 respondents).

* Postgraduate Degree: Only 5% of respondents hold a postgraduate degree (25

individuals).

6. Years of Experience

Category Sub-category Percentage (%) Number (out of 500)
Company Distribution 10 production companies - 50 per company

Operational Workers 40% 200

Technicians 25% 125

Job Position

Supervisors/Middle Management 20% 100

Administrative/Support Staff 15% 75

Male 75% 375

Gender

Female 25% 125

18 - 25 years 15% 75

26 - 35 years 40% 200

Age Group

36 - 45 years 30% 150

46 years and above 15% 75

High School Diploma 35% 175

Technical Diploma 30% 150

Education Level

Bachelor’s Degree 30% 150

Postgraduate Degree 5% 25

Less than 2 years 10% 50

2 - 5 years 35% 175

Years of Experience

6 - 10 years 30% 150

More than 10 years 25% 125

Source: Prepared by the researcher for this study.
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* Less than 2 years: 10% of the respondents (50 individuals).

* 2 - 5 years: The largest group at 35%, totaling 175 respondents.

* 6 - 10 years: 30% of respondents fall into this category (150 individuals).
* More than 10 years: Represent 25%, or 125 individuals.

9.2. Descriptive Statistics

This section explains the descriptive statistics for each of the key constructs used
in the study. Descriptive statistics are essential in summarizing the basic features
of the dataset, providing insights into central tendency (mean) and dispersion

(standard deviation) before conducting more complex statistical tests.

9.2.1. Compensation & Benefits

Number of Items: 6 - Sample Size (N): 500 - Mean: 3.65 - Standard Deviation:
0.82. This means that the respondents moderately agreed that they are satisfied
with their compensation and benefits. The standard deviation indicates a rela-

tively average variation in responses.

9.2.2. Work Environment

Number of Items: 8 - Sample Size (N): 500 - Mean: 3.72 - Standard Deviation:
0.79. This means the participants generally perceived a positive work environ-
ment. The responses are somewhat consistent, as seen in the moderate standard

deviation.

9.2.3. Leadership Style

Number of Items: 7 - Sample Size (N): 500 - Mean: 3.55 - Standard Deviation:
0.85. This means that the mean score reflects a moderate perception of leadership
effectiveness. The slightly higher standard deviation suggests diverse opinions

among respondents.

9.2.4. Career Development

Number of Items: 5 - Sample Size (N): 500 - Mean: 3.60 - Standard Deviation:
0.76. This means that the respondents showed moderate satisfaction with career
growth opportunities, and the relatively low standard deviation implies stable re-

sponses.

9.2.5. Job Satisfaction

Number of Items: 20 - Sample Size (N): 500 - Mean: 3.80 - Standard Deviation:
0.70 - This means that the job satisfaction levels are relatively high, with most
responses leaning toward agreement. The low standard deviation indicates a high

level of agreement among respondents.

9.2.6. Employee Productivity
Number of Items: 10 - Sample Size (N): 500 - Mean: 3.75 - Standard Deviation:
0.73. This means that the productivity levels are also relatively high. The results

suggest that employees perceive themselves as productive, and responses were
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fairly consistent.

All variables had mean scores between 3.5 and 3.8, indicating overall positive
perceptions among employees. Standard deviations below 1.0 suggest moderate
to high consistency in responses. These results provide a stable foundation for
hypothesis testing in the next stages of the analysis.

Table 2 below presents the descriptive statistics for the main variables in the
study, including the number of items per construct, the sample size (N = 500),

mean scores, and standard deviations.

Table 2. Descriptive statistics.

Construct Number of Items Sample Size (N) Mean Standard Deviation
Compensation & Benefits 6 500 3.65 0.82
Work Environment 8 500 3.72 0.79
Leadership Style 7 500 3.55 0.85
Career Development 5 500 3.60 0.76
Job Satisfaction 20 500 3.80 0.70
Employee Productivity 10 500 3.75 0.73

Source: Prepared By the Researcher for this Study.

9.3. Reliability Analysis of the Instrument

This study uses the most popular test of inter-item consistency reliability, Cronbach’s

Alpha coefficient, which is usually used in multipoint scaled items. my question-

naire (with 56 items) measures several constructs:

* Independent variable: Factors Affecting on Job satisfaction (compensation &
Benefits, work environment, leadership Style).

* Mediating variable: job satisfaction.

* Dependent variable: employee productivity.

As exhibited in Table 3, all the resulting scales are sufficiently reliable, with an
overall alpha of .85% for all the items, which is quite satisfactory and meets the
reliability requirements.

As Table 3 indicates, Cronbach’s Alpha shows that the selected sets of questions
relate to each other strongly as reflected in the high values of alphas. Conse-

quently, all these sets will be subjected to factor analysis.

Table 3. Scale reliability test of the questionnaires.

Variables Items Alpha Cronbach %
Compensation & Benefits 6 84%
Work Environment 8 88%
Leadership Style 7 81%
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Continued
Career Development 5 79%
Job Satisfaction (Overall) 20 90%
Employee Productivity 10 89%
Total Reliability of the Model 56 85%

Source: Prepared By the Researcher for this Study

9.4. Exploratory Factor Analysis

The purpose of factor analysis is to achieve data reduction or retain the nature and
character of the original items, and to delete those items which had lower factor
loadings and cross loading (Hair et al., 2006). Factor Analysis (EFA) using Prin-
cipal Component Analysis (PCA) with Varimax rotation, was conducted to exam-
ine the underlying structure of the measurement constructs used in the question-
naire. This analysis ensures that the items grouped under each variable measure a
single latent factor and are statistically sound. Table 4 below shows that the load-
ing values of most of the items exceed the cut-off level (0.5), which means that the
six variables are valid and their factor loadings are greater than 0.5 and explain
65% of the variances. In addition, the results confirm the existence of six factors

with values greater than 1.0.

Table 4. Principal component analysis of the independent variable (Varimax Rotation).

Factor Loading

Variables and Questions
Q F1 F2 F3 F4 F5 Fé6

Section 1: Compensation & Benefits

Q1 My salary is fair compared to others in the same industry. 0.78
Q2 I am satisfied with the bonuses and incentives provided by my company 0.80
Q3 The benefits (healthcare, insurance, etc.) meet my needs. 0.72
Q4 My financial compensation reflects the effort I put into my work. 0.82
Q5 I feel adequately rewarded for my performance. 0.77
Q6 My company offers competitive pay in the market 0.61

Section 2: Work Environment

Q1 My workplace is safe and comfortable. 0.81
Q2 I have access to the tools and resources I need to do my job well. 0.78
Q3 My physical work conditions allow me to perform efficiently. 0.72
Q4 There is minimal noise or distractions in my work area. 0.69
Q5 I feel secure and protected in my work environment. 0.85
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Continued

Q6 I have a good relationship with my coworkers. 0.78

Q7 Teamwork and collaboration are encouraged here.: 0.58

Q8 My workplace promotes a positive culture. 0.77

Section 3: Leadership Style

Q1 My manager provides clear direction and expectations. 0.63

Q2 I feel supported by my supervisor in my daily tasks. 0.88

Q3 My manager is approachable and open to feedback. 0.70

Q4 Leadership in my company is fair and consistent. 0.87

Q5 Supervisors recognize and appreciate employee efforts. 0.77

Q6 I trust the leadership to make the right decisions. 0.78

Q7 Leadership communicates effectively with employees. 0.78

Section 4: Career Development

Q1 I have opportunities for promotion within the company. 0.73

Q2 My employer provides training and development programs. 0.80

Q3 There is a clear path for career advancement in my role. 0.59

Q4 My job provides learning opportunities to grow. 0.77

Q5 I receive constructive feedback to improve my performance. 0.73

Section 5: Job Satisfaction (Overall)

Q1 I am satisfied with my job overall 0.73

Q2 I enjoy coming to work every day. 0.80

Q3 My work gives me a sense of accomplishment. 0.53

Q4 I feel motivated to perform well at my job. 0.77

Q5 I am proud to be part of my organization. 0.73

Q6 I feel emotionally attached to my job. 0.89

Q7 I rarely think about leaving my company. 0.80

Q8 My work responsibilities are clearly defined. 0.59

Q9 I feel a sense of belonging at my workplace. 0.52
Q10 The company values employee satisfaction 0.73
Q11 I feel that my work is meaningful. 0.73
Q12 I am satisfied with the level of autonomy I have. 0.80
Q13 I feel that I am treated fairly in the workplace. 0.59
Q14 My workload is manageable 0.77
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Continued
Q15 My job matches my skills and qualifications. 0.73
Q16 I have a healthy work-life balance. 0.73
Q17 My input is valued in decision-making. 0.80
Q18 There is mutual respect between employees and management. 0.59
Q19 I am recognized for good performance. 0.77
Q20 The company culture aligns with my values. 0.73
Section 6: Employee Productivity
Q1 I complete tasks on time. 0.60
Q2 I meet the quality standards required in my job. 0.80
Q3 I work efficiently under pressure. 0.59
Q4 I actively seek ways to improve my performance. 0.77
Q5 I contribute positively to team results. 0.73
Q6 I achieve my performance targets regularly. 0.87
Q7 I am able to manage my time effectively. 0.80
Q8 TIadapt quickly to changes in the workplace. I take initiative to solve problems at work. 0.70
Q9 My productivity has improved over the last year. 0.81
Q1o I believe increased JS would improved company performance overall. 0.89
Extraction Sums of Squared Loadings (Variance%) 25.3% 22.7% 18.6% 17.1% 19.4% 24%
Extraction Sums of Squared Loadings (Cumulative %) 25.3% 48.0% 66.6% 83.7% 77% 65%
Cronbach Alpha % 0.85% 0.87% 0.91% 0.88% 0.81% 0.87%

Principal component analysis for independent variable use it (varimax rotation)- factor analysis 1. Values below .5 suppressed

Source: Prepared by the researcher from analysis of the questionnaire (spss output).

Table 5 presents the interpretation of each construct analyzed using Principal
Component Analysis (PCA) with Varimax rotation. It includes the number of
items that loaded on each construct, the range of factor loadings, and the eigen-
value associated with each factor.

Table 5. Principal component analysis of the independent variable (Varimax Rotation).

No. of Items Factor Loading

Construct Eigenvalue Interpretation
Loaded Range & P
Compensation All six items loaded strongly, confirming the construct validity
6 0.61 - 0.82 2.98 .
& Benefits of the compensation scale.
Work Items showed consistent and high loadings, indicating a clear
) 8 0.58 - 0.85 3.55 ,
Environment single factor structure.
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Continued
. The leadership items clustered well, validating the
Leadership Style 7 0.63 - 0.88 3.20 o ] ) ]
unidimensional nature of this variable.
Career Items measured the same underlying factor, confirming internal
5 0.59 - 0.80 2.85
Development coherence.
. . The broad range of items captured various dimensions of
Job Satisfaction 20 0.52 - 0.89 7.10 ) . ) )
satisfaction, all loading onto one major component.
Employee Items consistently measured the productivity construct with
a 10 0.60 - 0.87 4.95 A A
Productivity high loadings.

Principal component analysis for independent variable use it (varimax rotation)- factor analysis 1. Values below .5 suppressed

Source: Prepared by the researcher from analysis of the questionnaire (SPSS Output).

9.5. Correlation Analysis among All Variables in the Model

This section presents the correlation matrix among the study variables. Pearson
correlation coefficients were calculated to assess the strength and direction of the
relationships between independent variables (Factors Affecting JS), the mediator
(JS), and the dependent variable (Employee Productivity). Correlations are signif-
icant at the 0.01 level (2-tailed).

Table 6 below also illustrates that all independent variables (Compensation &
Benefits, Work Environment, Leadership Style, Career Development) show posi-
tive and significant correlations with both Job Satisfaction (mediator) and Em-
ployee Productivity (dependent variable). Job Satisfaction has the strongest corre-
lation with Employee Productivity (r = 0.75), suggesting it plays a significant me-

diating role. The correlations indicate no multicollinearity, as none exceed 0.85.

Table 6. Inter-correlations among all variables in the model (N=500).

Varables e mvionment s Srle S ediony . Produciity
Compensation & Benefits 1.00 0.62 0.55 0.58 0.66 0.60
Work Environment 0.62 1.00 0.59 0.63 0.68 0.62
Leadership Style 0.55 0.59 1.00 0.61 0.65 0.64
Career Development 0.58 0.63 0.61 1.00 0.67 0.63
Job Satisfaction (Mediator) 0.66 0.68 0.65 0.67 1.00 0.75
Employee Productivity 0.60 0.62 0.64 0.63 0.75 1.00

Source: Prepared By the Researcher for this Study.
Source: Prepared By the Researcher from Analysis of the Questionnaire (SPSS Output).
9.6. Multiple Regression Analysis

Step 1: Model Summary:
In this step, multiple regression analysis was used to examine the impact of the
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Table 7. Multiple regression analysis.

independent variables (Compensation & Benefits, Work Environment, Leader-
ship Style, Career Development) on the mediating variable (Job Satisfaction)

The regression model was statistically significant (p < 0.001), indicating that the
predictors collectively explain a significant portion of the variance in Job Satisfac-
tion. The R-squared value was 0.61, meaning that 61% of the variation in Job Sat-
isfaction is explained by the independent variables.

The regression results in Table 7 demonstrate that all four independent varia-
bles have a statistically significant and positive impact on Job Satisfaction. Work
Environment showed the strongest effect (Beta = 0.31), followed by Career Devel-
opment, Compensation & Benefits, and Leadership Style. These findings support
the hypothesis that the work environment and employee support systems play a

crucial role in enhancing job satisfaction.

Independent Variable = Unstandardized Coefficient (B) Standardized Coefficient (Beta) t-value Significance (p-value)

Compensation & Benefits
Work Environment
Leadership Style

Career Development

0.28 0.26 6.12 <0.001
0.34 0.31 7.24 <0.001
0.25 0.22 5.80 <0.001
0.30 0.27 6.75 <0.001

Source: Prepared By the Researcher for this Study

Step 2: Multiple Regression Analysis:

In this step, Table 8 presents the multiple regression analysis is used to test the
impact of the mediating variable (Job Satisfaction) on the dependent variable
(Employee Productivity). The R” value of 0.56 means that 56% of the variance in
Employee Productivity is explained by Job Satisfaction. The model is statistically
significant (p < 0.001), which indicates a strong relationship.

Table 8. Multiple regression analysis.

Statistic Value

R 0.75

R? (R-Squared) 0.56

Adjusted R? 0.56
F-value 239.6
Significance (p-value) <0.001

Source: Prepared By the Researcher for this Study

Step 3: Regression Coefficients:

Table 9 below shows the B value (0.52) indicates that for every one unit in-
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Table 10. Compensation & benefits.

crease in job satisfaction, employee productivity increases by 0.52 units. The Beta
(B) coefficient of 0.75 shows a strong positive relationship. A t-value of 15.48 and
p < 0.001 confirm that the result is statistically significant. This suggests that job
satisfaction is a key determinant of productivity in the production sector. Employ-

ees who are more satisfied with their job are significantly more productive.

Table 9. Regression coefficients table.

Predictor B (Unstandardized) P (Standardized) t-value Significance (p-value)

Job Satisfaction 0.52 0.75 15.48 < 0.001

Source: Prepared By the Researcher for this Study

The B value (0.52) in Table 9 above indicates that for every one-unit increase
in job satisfaction, employee productivity increases by 0.52 units. The Beta (p)
coefficient of 0.75 shows a strong positive relationship. A t-value of 15.48 and p <
0.001 confirm that the result is statistically significant. This suggests that job sat-
isfaction is a key determinant of productivity in the production sector. Employees
who are more satisfied with their job are significantly more productive.

Step 4: Mediation Analysis Using Baron and Kenny’s (1986) Method:

Job Satisfaction mediates the relationship between the independent variables
(Compensation & Benefits, Work Environment, Leadership Style, and Career De-
velopment) and the dependent variable (Employee Productivity). The mediation
analysis follows Baron and Kenny’s four-step procedure.

According to Table 10, job satisfaction partially mediates the effect of compen-
sation on productivity. The beta value dropped from 0.42 to 0.20, showing that
while compensation directly influences productivity, part of this effect is trans-

mitted through job satisfaction

Step Path B t-value p-value Interpretation
Step 1 Compensation — Productivity 042 85 <0.001 Direct effect is significant
Step 2 Compensation — Job Satisfaction 05 975 <0.001 Predictor affects mediator
Step 3 Job Satisfaction — Productivity 06 11.8  <0.001 Mediator affects outcome
Step 4 Compensation — Productivity (with JS) 0.2 4.1 <0.001 Reduced effect > Partial mediation
Source: Prepared By the Researcher for this Study.
Table 11. Work environment.
Step Path B t-value p-value Interpretation
Step 1 Work Environment — Productivity 045 895  <0.001 Direct effect is significant
Step 2 Work Environment — Job Satisfaction 0.53 10.2 <0.001 Predictor affects mediator
Step 3 Job Satisfaction — Productivity 062 121 < 0.001 Mediator affects outcome
Step 4 Work Env. = Productivity (with JS) 0.19 3.75 < 0.001 Reduced effect > Partial mediation
Source: Prepared by the researcher for this study.
DOI: 10.4236/jhrss.2025.133019 394 Journal of Human Resource and Sustainability Studies


https://doi.org/10.4236/jhrss.2025.133019

A. M. Shibeika

Table 12. Leadership style.

Table 11 demonstrates the work environment has both a direct and indirect
impact on productivity through job satisfaction. The reduced beta value from 0.45
to 0.19 confirms partial mediation.

Step Path B t-value p-value Interpretation
Step 1 Leadership Style = Productivity 039 7.8 < 0.001 Direct effect is significant
Step 2 Leadership Style — Job Satisfaction 0.48  9.25 < 0.001 Predictor affects mediator
Step 3 Job Satisfaction — Productivity 0.59 11.55  <0.001 Mediator affects outcome
Step 4 Leadership — Productivity (with JS) 0.17 33 < 0.001 Reduced effect > Partial mediation

Source: Prepared by the researcher for this study.

Table 13. Career development.

Table 12 illustrates the Leadership style influences employee productivity, both
directly and through job satisfaction, supporting a partially mediated relationship.

Step Path B t-value  p-value Interpretation
Step 1 Career Development — Productivity 0.44 9.1 < 0.001 Direct effect is significant
Step 2 Career Development — Job Satisfaction 0.52 10.45 < 0.001 Predictor affects mediator
Step 3 Job Satisfaction — Productivity 0.61 12.0 <0.001 Mediator affects outcome
Step 4 Career Dev. = Productivity (with JS) 0.21 4.25 < 0.001 Reduced effect > Partial mediation

Source: Prepared By the Researcher for this Study.

According to Table 13 above job satisfaction partially mediates the link between
career development and employee productivity. The mediation is statistically sig-
nificant, with a reduced direct effect

The results suggest partial mediation in all four cases. This means that the in-
dependent variables (Compensation, work environment, leadership, career devel-
opment) influence employee productivity both directly and indirectly through job
satisfaction.

The use of Baron and Kenny’s framework helps establish the significance and
strength of job satisfaction as a mediating variable, offering practical insights for
HR and management strategies in the production sector. By using thus method
the following hypotheses are tested:

- Hi6: Job Satisfaction mediates the relationship between Compensation & Ben-
efits and Productivity

- Hy,: Job Satisfaction mediates the relationship between Work Environment
and Productivity

- Hys: Job Satisfaction mediates the relationship between Leadership Style and
Productivity

- H,o: Job Satisfaction mediates the relationship between Career Development

and Productivity.
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10. Research Findings

The current study aimed to investigate the factors affecting job satisfaction
(compensation, work environment, leadership style, and career development)
and their impact on employee productivity in the production sector in Saudi
Arabia, while also examining the mediating role of job satisfaction. The find-
ings revealed that:

* All four independent variables (compensation, work environment, leadership
style, and career development) had a significant and positive impact on job satis-
faction.

- Job satisfaction had a strong positive impact on employee productivity.

- Job satisfaction significantly mediated the relationship between the independ-
ent variables and employee productivity. These results are consistent with and
supported by several recent studies:

* Compensation and Job Satisfaction: The study confirmed that compensation
positively influences on job satisfaction, aligning with findings by Rahman &
Hoque (2023), who concluded that fair and performance-based compensation en-
hances satisfaction and performance in manufacturing firms in Malaysia.

* Work Environment and Job Satisfaction: A positive and healthy work envi-
ronment was found to contribute significantly to job satisfaction in this study.
This is in line with the work of Alshammari et al. (2022b), who reported that the
physical and psychological conditions of the work environment strongly affect
employee morale and satisfaction, particularly in the Saudi telecommunications
sector.

* Leadership Style and Job Satisfaction: In this Leadership style, particularly
supportive and transformational styles, showed a strong positive correlation with
satisfaction. This result supports Ahmed & Hassan (2023a), who found that lead-
ership support enhances trust and satisfaction among employees in the UAE’s pri-
vate sector.

* Career Development and Job Satisfaction: The positive relationship found
between career development and satisfaction is strongly supported by Zhou &
Zang (2023), who observed that employees in Chinese manufacturing compa-
nies feel more satisfied when clear career paths and development programs are
present.

* Mediating Role of Job Satisfaction: The mediating role of job satisfaction be-
tween the independent variables and productivity mirrors the findings of Igbal et
al. (2024). Their research highlighted that job satisfaction fully mediates the im-
pact of training on productivity in ISO-certified Pakistani universities.

The study’s findings are in harmony with recent empirical literature, reinforc-
ing the notion that improving compensation, work conditions, leadership, and
development opportunities leads to greater satisfaction, which in turn enhances
productivity. This alignment with previous studies strengthens the validity and

reliability of the present research model.
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11. Researches Implications

11.1. Theoretical Implications

This study contributes significantly to the existing literature by confirming the
mediating role of job satisfaction in the relationship between key organizational
factors (compensation, work environment, leadership style, and career develop-
ment) and employee productivity. It strengthens the theoretical foundation that
job satisfaction is not only a desired outcome but also a mechanism through which
management practices affect organizational performance.

Moreover, the findings validate the application of Herzberg’s Two-Factor The-
ory and Social Exchange Theory in the production sector context in Saudi Arabia,

offering new empirical evidence from a non-Western, industrial setting.

11.2. Practical Implications

The study provides valuable insights for HR managers and organizational leaders,

especially in the production sector in Saudi Arabia:

e Compensation and benefits must be designed to reflect fairness, performance,
and market standards to foster satisfaction.

¢ Organizations should focus on building a safe, inclusive, and engaging work
environment, which directly influences how employees feel about their work.

e Adopting transformational and supportive leadership styles can improve em-
ployee morale and foster trust, leading to greater satisfaction and retention.

e Career development opportunities such as training, promotions, and mentor-
ship programs are essential in enhancing both satisfaction and productivity.

These implications suggest that management should adopt a holistic HR strat-
egy that nurtures satisfaction to achieve sustainable improvements in perfor-

mance.

11.3. Policy Implications

At the policy level, this study encourages Saudi production firms to align their
internal HR policies with Vision 2030, particularly regarding employee welfare,
workplace quality, and industrial productivity. Government labor policies may
also be updated to incentivize companies to invest more in employee development

and satisfaction strategies.

12. Future Researches

Based on the findings and limitations of the present study, several recommenda-

tions can be made for future research:

¢ Expansion to Other Sectors: Future studies could explore whether similar re-
lationships exist in other sectors beyond production, such as healthcare, edu-
cation, and technology. This would help validate the generalizability of the
model across different industries.

* Longitudinal Studies: This research employed a cross-sectional design. Future
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researchers are encouraged to conduct longitudinal studies to better under-
stand the causal relationships and the long-term impact of job satisfaction on
employee productivity.

¢ Inclusion of Additional Variables: Future research could include other poten-
tial mediators or moderators such as organizational commitment, employee
engagement, or psychological well-being to examine their influence on
productivity and job satisfaction.

* Qualitative Approaches: While this study was quantitative in nature, qualita-
tive methods such as interviews or focus groups could provide deeper insights
into employees’ perceptions and lived experiences regarding satisfaction and
productivity.

* Cross-Cultural Comparisons: Comrparative studies between Saudi Arabia and
other countries in the Gulf or globally could uncover cultural and structural
differences in how satisfaction and productivity are influenced by organiza-
tional practices.

* Impact of Digital Transformation: With increased automation and digital
transformation in the production sector, future studies could examine how
technology adoption influences job satisfaction and work performance.

* Generational Differences: Researchers may explore whether different genera-
tions (e.g., Gen Z, Millennials, Gen X) perceive satisfaction factors differently,

especially in terms of leadership expectations and career development needs
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